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Becoming  a  superior  performance  organization  is  an  ultimate  goal  that  most 

public  and  private  organizations  aspire  to.  This study  of  the  characteristics  of  the 

managerial  dimensions  and  achieving  superior  corporate  performance  of  organizations 

listed on the Stock Exchange of Thailand is directed towards the major objectives as 

follows:  1)  to  explicitly  understand  and  comprehend  the  reason  why  some 

organizations outperform other organizations? That is, superior performance organizations 

and  superior  performance  organizations  listed  on  the  Stock  Exchange  of  Thailand 

have  been  defined:  2)  to  investigate  the relationship  between  the  characteristics  of 

managerial  dimensions and achieving  superior  corporate  performance,  and  then  the 

extremely  strong  relationships  between  the  key  characteristics  of  managerial 

dimensions  and  superior  performance  have  been  identified;  3)  to  determine  the  best 

predictor of the superior performance of organizations and to propose the contribution 

of  a  model  for  determining  the  superior  performance  of  organizations  listed  on  the 

Stock Exchange of Thailand. 

The study is base on a non-experimental quantitative and qualitative design for 

the  description  and  explanation  of  the  phenomena  surrounding  achieving  superior 

corporate  performance.  The  quantitative  research  method  is  key.  Survey,  in-depth 

interviews, and documentary research have been applied.  

The  results  have  found  that the  characteristics  of  managerial  dimensions  are 

able  to  drive  organizations  listed  on  the Stock  Exchange  of  Thailand  to  achieve 
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superior  performance.  The  higher  the  score  of  the  characteristic  of  managerial 

dimensions,  the  higher  the  score  of  achieving  superior  corporate  performance.  The 

perspectives  of  quality  of  human  resources  and  the quality  of  organizational 

characteristics  are  extremely  strong  in  association  with  achieving  superior  corporate 

performance (ASCP). The best predictor of organizations’ superior performance is the 

characteristic of managerial dimensions in terms of the following: 1) quality of human 

resource  (QHR),  2)  quality  of  organizational  characteristics  (QOC),  3)  quality  of 

strategic leadership level (QSLL), and 4) quality of systematic management (QSM). 

The best model for determining superior corporate performance is as follows: 

ASCP = f(QOC, QSLL, QHR, QSM) 

ASCP = 1.954 + 0.519*QOC + 0.371*QSLL + 0.498*QHR +0.331*QSM 

In  addition,  the  vision  and  leadership  role  at  the  strategic  leadership  level, 

employees’ talent and good cooperation, support from key direct stakeholders such as 

suppliers of raw materials, customers, partners, and relevant government agencies, the 

efficiency  of  management  systems  and  information  technology  systems,  clear 

communication,  risk  management  and  conflict  of  interests  regarding  executives’ 

protection, all of these characteristics of managerial dimensions are important issues 

in helping organizations listed on the Stock Exchange of Thailand to achieve superior 

performance. 
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CHAPTER 1 

 

INTRODUCTION 

  

This introductory chapter is divided into eight parts; that is, significance of the 

research problem, objectives of the study, scope of the study, limitations of the study, 

expected  benefits  of  the  study,  major  definitions  of  the  terms,  organization  of  the 

study, framework of the dissertation process, and dissertation schedule. 

 

1.1  Significance of the Research Problem  

 

During a day, the activities of people are relevant to organizations, both public 

and  private.  Moreover,  most people  have  to  work  at  an organization;  some  work  at 

only  one,  while  others  work  at  more  than one.  People  are  related  to  organizations 

during  their  entire  lives  as they  are  involved  in  such organizations as  religious 

organizations,  hospitals,  schools,  universities,  government  agencies,  among  others. 

People cannot refrain from relating to organizations, both public and private, because 

they  have  absorbed  society.  People  in  all  countries  in  the  world  become  an 

organizational  society  both  formally  and informally  (Perrow,  1986    quoted  in  Hall, 

2002: 1).  

When  people  cannot  do  everything by  themselves,  organizations  are  an 

alternative  to  assisting  them.  Organizations  are  a  dominant  component  of  contemporary 

society.  The  most  common  formal  definition of  an  organization is  a  collection  of 

people  engaged  in  specialized  and  interdependent  activity  to  accomplish  a  goal  or 

mission (Gortner, 1997: 2). An organization is a collectivity with a relatively identifiable 

boundary,  a  normative  order  (rules),  ranks  of  authority  (hierarchy),  communication 

systems,  and  membership  coordinating  systems  (procedures).  Hall  (2002:  31)  states 

that  the  collectivity exists  on  a  relatively  continuous basis  in  an  environment  and 

engages  in  activities  that  related  to  a  set of  goals  and  have  outcomes  for  organizational 

members, for the organization itself, and for society. 
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For  organizational  types,  there  are  numerous  approaches  to  the  classification 

of  the  types  of  organizations  (Hall,  2002:  36  -  44).  Classifying an  organization  in 

terms  of  public,  nonprofit,  and  private  organizations  is  one approach,  which  is 

normally used (Berman, 1998 quoted in Phiphat Nonthanathorn, 2002: 33). 

Even though there are differences among types of organizations, all kinds of 

them  in  terms  of  small,  medium,  and  large  sizes  require  achieving  their  intended 

goals, and many organizations require sustaining their survival ability and effectiveness as 

well as generating excellence and superior performance. 

With some organizations, even though they are small sized in terms of number 

of  employees  or  assets,  their  performance  indicates  that  they  are  excellence  and 

successful. On the other hand, other organizations are large sized in terms of number 

of employees or assets, but their performance indicates that they are as not excellent 

or unsuccessful and face the problem of financial distress and possible failure. They 

are  not  able  to  be  superior  performance  organizations.  Why  do some  organizations 

outperform other organizations? 

This  dissertation  will  explicitly  pursue  the  understanding  of  the  reasons  for, 

and  the  identification  of,  the  characteristics  of  superior  corporate  performance. 

Organizations  listed  on  the  Stock  Exchange of  Thailand  represent  the  area  of  this 

study.  In  addition,  the  framework  of  superior  performance  organizations,  which 

enables    them  to  survive  in  their  circumstances  and  generate  superior  financial 

performance over others in the same industry, is investigated in order to identify the  

key independent variables and to clarify the appropriate key variables to measure the 

degree of superior performance (dependent variable).  

 

 

 

 

 



     3

• Why do some organizations outperform other organizations? 

• What are the variables in achieving superior performance in terms of the 

influency of the characteristics of  managerial dimensions on the successful 

corporations? Which theories are suitable for clarifying these variables?  

• There is difference between the model of predicting superior performance 

organization, when the size and industry of organizations are dissimilar? 

 
Means 

Independent Variables 
Ends 

Dependent Variables 
   
The Characteristics of Managerial 
Dimensions  

Achieving Superior Corporate 
Performance  

 

Figure 1.1  Dissertation’s Intension Framework 

 

 

 

Figure 1.2  Areas of the Study 

 

1.2  Objectives of the Study 

  

The major objective of this study is to explicitly understand and comprehend the 

reason why some organizations outperform other organizations.   

Superior Financial Performance 

Select 

Achieving Successful Superior 
Corporate Performance  

The Key 
Critical 
Variables  

Effectiveness 
of the SET 

Effectiveness 
of the MAI 

Select 
The Key 
Critical 
Variables  

Organizations Listed on the Stock Exchange of Thailand 

 

Contribution Model for Explaining the Phenomena of 
 Successfully Achieving Superior Corporate Performance 

The Characteristics of Managerial Dimensions 
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“What  are  the  characteristics  of  the  managerial  dimensions  (key  determinant 

factors) of successful organizations in terms of superior performance?” 

“What  is  the  strong  relationship  between  the  key  determinant  factors  and 

superior performance?” 

As a result, this study will focus on the following purposes: 

1)  To define the definition of superior performance organizations, to identify 

the superior performance organizations listed on the Stock Exchange of Thailand, and 

to identify the key characteristics of managerial dimensions (X) in becoming superior 

performance organizations (Y). 

2)   To investigate the relationship between them (X and Y), and then identify 

the key characteristics of managerial dimensions (X), which are extremely strong in 

association with becoming superior performance organizations (Y) 

3)   To  determine  the  best  predictor of  becoming  a  superior  performance 

organization  and  to  propose  a  contribution  model  for  determining  the  superior 

performance organization 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.3  A Framework of the Linkage between Key Research Objectives 

Note:  This model was created by applying the concept of the Logit model. 

 

1. Achieving Superior 

Corporate Financial 

Performance  

2. Achieving Superior 

Corporate Social Performance  

 

1. Background of Corporate    

    Performance 

2. Organizational Characteristics 

3. Strategic Leadership Level 

Characteristics 

4. Financial Resource  

5. Human Resource  

6. Systematic Management 

Dependent Variables  
Achieving Superior Corporate 

Performance (Y) 

Independent Variables  
The Characteristics of Managerial 

Dimensions (X) 
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1.3  Scope of the Study   

 

1)   This study focuses on the perspective of strategic leadership level because 

middle  to  senior-level  managers  possess  the ability  to  answer  the  questions  due  to 

their  specific  knowledge  about  their  business  unit’s  operations,  functions,  and 

strategies (Heide and John, 1995 quoted in Chmielewski and Paladino, 2007). Therefore, 

the perspective of strategic leadership level is very important for performance and the 

future direction of organizations. 

Strategic leadership level in this study means the Boards of Directors and the 

Management  Team  such  as  Executive  Leadership,  Top  Management  Team,  Chief 

Executive  Officer,  Division  General  Managers,  and  other people  that  have  overall 

responsibility for an organization, and/or knowledgeable professional people that are 

relevant to the organizational superior performance. 

2)   This  study  uses  the  organizations  listed  on  the  Stock  Exchange  of 

Thailand as the unit of analysis because the organizations listed in this area consist of 

numerous  kinds  of  businesses,  ownerships,  sizes,  and  the  scope  of  the  laws  and 

governance  protecting  their  stakeholders.  The  disclosure  information  for  organizations 

listed in this area was more easily assessed than that of organizations not listed in this area. 

3)   This study investigates data and information on organizations listed on the 

Stock  Exchange  of  Thailand  during  a  five-year  time  frame,  plus  cross-sectional 

empirical and archival data and information from 2003 to 2007 for analysis; however, 

the cross-sectional is the key method of this analysis. 

 

1.4  Expected Benefits of the Study 

  

1.4.1  Theoretical Benefits 

1)  The findings will form a frame of reference and extend the body of 

knowledge  of  the  organizational superior performance framework, and the  relationship 

between  the  characteristics  of  managerial  dimensions  of  superior  performance 

organizations and achieving superior corporate performance. 

2)  The findings will not only show the importance of the effectiveness 

of the Stock Exchange of Thailand, but also the importance of the characteristics of 

the managerial dimensions of listed superior performance organizations. 
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 1.4.2  Practical Benefits 

1)  The findings will encourage listed and non-listed organizations to 

serve  as  a  role  model  and/or  best  practice for  the  characteristics  of  the  managerial 

dimensions  of  the  organizational  superior  performance  framework  for  organizations 

in other areas that desire to achieve superior performance in the future. 

2)  The  findings  will  provide  a case  study  for  Thai  government 

agencies to identify effective the Stock Exchange of Thailand policies and practices 

for driving listed organizations to be superior performance listed organizations in the 

future, particularity regarding the case of SMEs superior performance in the future. 

3)  The findings will motivate and allow academics and researchers to 

continue the study of other units, areas and organizations in the future.  

 

1.5  Major Definitions of Terms  

  

1)  Superior  Performance  Organization Listed  On  the  Stock  Exchange  of 

Thailand are organizations that are able to generate and achieve superior performance 

as defined by this research. 

2)  Achieving  Superior  Performance Organizations  Listed  On  The  Stock 

Exchange  of  Thailand  are  listed  organization  which  achieve  superior  financial  and 

social performance  (above  average)  when  benchmarking  with  competitors  and/or 

enterprises within industry sectors and/or average industry and/or strategic leadership-

level perspectives are considered.   

3)  Sustainable  Superior  Performance Organizations  Listed  On  The  Stock 

Exchange  of  Thailand  are  listed  organizations  which  are  able  to  sustain  superior 

performance over a period of time, normally consisting of at least more than 3 years, 

from the perspective of strategic leadership level and relevant information. 

 

1.6  Organization of the Study 

 

This  dissertation  has  been  organized  into  five  chapters.  Chapter  1  describes 

the significance of the study and states the research objectives, scope, and benefits of 

the study. Chapter 2 reviews the literature, and previous research studies and theories 

related  to  the  topic  of  the  dissertation, and  then  proposes  conceptual  frameworks, 

models of analysis, and hypotheses. Chapter 3 presents the process of research, which 

includes  the  research  design.  Chapter  4  presents  the  research  findings  and  analysis, 

and Chapter 5 proposes research conclusions and recommendations. 
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1.7  Contribution 

 

This study provides evidence on the relationships between the characteristics 

of managerial dimensions and the achievement of superior corporate performance of 

organizations listed on the Stock Exchange of Thailand. 

  

1.8  Framework of Dissertation Process 

 

This study focuses on the following process. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.4  Framework of the Dissertation Process 
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CHAPTER 2 

 

LITERATURE REVIEW AND MODEL DEVELOPMENT 

 

This  chapter  1)  reviews and  highlights  the  major  concepts  and  theoretical 

formations relevant to the study and 2) proposes  a  conceptual  framework  model  for 

empirical study.  

Part  1  reviews  and  highlights  the  major  concepts  and  theoretical  formations 

relevant to the study as follows: 

1)  The  framework  of  the  studying  area consists  of  1)  overview  listed  Thai 

SMEs’  situations  and  2)  overview  listed  Thai  enterprises’  situations  regarding  the 

Stock Exchange of Thailand. 

2)  The framework of theoretical formations consists of reviewing the relevant 

literature that is able to answer the question why some organizations outperform other 

organizations in terms of superior performance when benchmarking with competitors. 

Part  2  proposes  a  conceptual  framework model  for  the  empirical  study  as 

follows: 

1)  Conceptual Framework Model of Analysis 

2)  Research Hypotheses and Structural Equations 

3)  Operational Definitions of Variables and Variable Measures 

 

Part 1  Literature Review 

 

Part 1.1  Literature Review: The Study Area 

 

2.1  Framework of the Study Area: An Overview of the Situation of Thai  

       SMEs Listed on the Capital Fund Financial Assistance Schemes                                

 

2.1.1  Overview of SMEs’ Situation 

Small and medium size enterprises (SMEs) are a key grass root mechanism for 

driving societies and economies of developed and developing countries. The survivability 
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of SMEs is as a major issue in many countries because of the importance of the well-

being  of  these  societies’  and  countries’  economies  in  terms  of  1)  a  baseness  on 

economic system and intermediate channel for other objectives and development, 2) a 

mechanism  in  driving  the  economy,  and  3) an  employment’s  place  and  real  world 

business school.  

2.1.1.1  SMEs’ Important Roles in the World Economic System  

Small  and  medium  enterprises  (SMEs)  are  very  important  to  both 

economic  rejuvenation  and  sustainable  economic  development.  In  developed  and 

developing countries, an enormous amount of literature and research focus on SMEs 

because they have been referred to as the “baseness” of sustainable development and 

poverty alleviation in various countries. SMEs and their roles have been discussed in 

many  different  contexts  due  to  their  invaluable  contributions  to  sustainable 

development  in  the  world  economic  system  (Özcan,  1995;  Thuss,  2003;  OSMEP, 

2008).   

First, SMEs have been seen as most of the enterprises in the economic 

system of various countries in terms of their numerous numbers—more than 99% of 

all enterprises, as can be seen in table 2.1. 

 

Table 2.1  Situation of Manufacturing Sector SMEs in Various Countries 

 

In Million 

 Thailand  Japan  S.Korea  Taiwan  Singapore  USA 

Number of SMEs 

(% per all 
enterprises) 

2.2 

(99.5%) 

4.3 

(99.8%) 

3.0 

(99.7%) 

1.2 

(97.8%) 

0.1 

(99.4%) 

25.8 

(99.9%) 

Proportion of SMEs 
per 1000 population 

31.2 

 

33.8  62.5  52.0  30.2  86.6 

Proportion of SMEs’ 
export value per total 
export value of all 
enterprises (%) 

29.0  13.5 

(2001) 

39.5  17.6  21.5  28.6 

(2001) 

 

Source:  OSMEP, 2007a.  
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Second,  SMEs  have  been  seen  as elements  of  change  and  the  future 

development of local economies (Bennett, as cited in, Özcan, 1995) because of a new 

source of innovation, flexibilities, dynamics, and sensitivities to paradigm shifts more 

than  with  larger  enterprises  (see  number  of  patent  applications  and  granted  patents 

classified by country due to creation and innovation in table 2.2).  

 

Table 2.2  Number of Granted Patents (GP) and Patent Applications (PA) Classified  

                  by Country 

 

Total Patent 
2003 2004 2005 2006 Year 

  GP PA GP PA GP PA GP PA 
Thai 797  3,426  867  3,428  505  4,258  568  3,564 
US 467  1,359  307  1,429  191  1,625  375  1,473 
Japan 444  1,631  390  1,762  352  2,150  536  2,019 
EU 342  1,401  275  1,419  159  1,789  299  2,107 
Asean 11  59  26  122  10  117  8  46 
Others 265  698  179  782  105  946  92  612 
Total  2,326 8,574 2,044 8,942 1,322 10,855 1,878 9,821 
 

Source:  Adapted from Department of Intellectual Property (DIP), 2006: 100-101.  

 

Third,  SMEs  have  been  seen  as  the  largest  source  of  employment  in 

terms  of  turnover  and  employment  figures  by  providing  an  increasing  rate  of 

employment because of the potential of SMEs’ to create jobs and the ability to create 

many  new  jobs  at  low  costs  and  that are  labor  intensive  (see  proportion  of 

employment size in SMEs per total employment size in table 2.3). 
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Table 2.3  Situation of Employees in Manufacturing Sector SMEs Compared by                 

                  Country 

In Million 

 Thailand  Japan  S.Korea  Taiwan  Singapore  USA 

Number of 
employees in 
SMEs 

8.8  28.0  10.4  7.6  0.7  111.7 

Proportion of 
employment 
size in SMEs 
per total 
employment 
size (%) 

76.7  71.0  86.5  76.9  61.9  50.7 

 

Source:  OSMEP, 2007a.  

 

Fourth,  SMEs  have  been  seen as  key  suppliers,  producers,  and 

subcontractors to larger enterprises which contribute to the competitive advantage of 

these  enterprises,  create  a  large  proportion of  investment  within  new  technologies, 

and  also  create  value  added  and  a  competitive  advantage  in  their  relevant  supply 

chain.  

Finally, SMEs have been seen as a contribution to the improvement of 

the  balance  of  payment  and  socio-economic development  in  regions  as  well  as  the 

provision  of  income  distribution  for national  economy  and  positive  contribution 

towards  social  inclusion;  SMEs  are  the largest  share  of  gross  domestic  production 

(GDP) in both developed and developing countries.  

Overall, SMEs are basic enterprises, not only for driving the economy 

but  also  for  boosting  economic  growth,  as well  as  the  key  success  indicator  for 

economic  sustainable  development.  Figure 2.1  shows  the  role  of  SMEs  in  the 

sustainable  economic  development  process.  This  is  represented  in  two  ways.  First, 

individuals receive “education” and “training” from the experience gained by moving 

from one category to a higher one. Second, just as important, many will fail in their 

initial  or  successive  attempts  to  proceed.  These  are  referred  to  collectively  as 

“closures” in the figure that follows. 
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Figure 2.1  The Role of Enterprises, Particularly SMEs’ in the Sustainable Economic  

                    Development Process 

Source:  Bannock and Daly, 1994. 

 

2.1.1.2  SMEs’ Important Roles in the Thai Economic System 

The roles of SMEs in Thai economic development have been discussed 

in many dichotomous contexts (OSMEP, 2002; 2004; 2006; 2007).   

First, the Office of Small and Medium Enterprise Promotion (OSMEP) 

stated that there were 2,274,540 enterprises as SMEs in the year 2006, or 99.45% of 

total  enterprises  (2,287,057  enterprises).  At  present,  SMEs  account  for  more  than 

99% of productive enterprises in Thailand. 

Second,  Uree  Cheasakul  (2001)  has  stated  that  SMEs  have  generated 

50 percent of the  currency and exported income of the total industry, as well as saved 

the currency exchange rates and thus improving import substitution. Currently, SMEs 

create more than 38 percent of the Thai GDP, responsible for more than 29 percent of 

Thai regional exports (OSMEP, 2008; 2010).  

Small, Medium and Large Enterprises

Small and Medium Enterprises

Small Enterprises
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Formal/modern self-
employment rising  
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Third, SMEs commonly support training for entrepreneurs by establishing 

a business-oriented middle class and expanding an entrepreneurial attitude throughout 

the population. 

Fourth,  SMEs  produce  future  managers  for  large  enterprises  and 

provide a complete business cycle in their relevant supply chain.  

Finally, SMEs are one of the channels of income distribution and rural 

development  due  to  the  value  added  creation  for  local  raw  materials  and  natural 

resources, particularly in agricultural commodities.    

In  conclusion,  SMEs  are  a  vital  constituent  of  the  Thai  economy  and 

played  important  roles  in  Thailand’s economic  rejuvenation  when  Thailand  was 

challenged  by  financial  and  economic  crisis in  1997.  They  are  the  base  of  Thai  the 

economic system and an intermediate channel for other objectives and development, a 

mechanism in driving the economy of Thailand, and an employment’s place and real 

world  business  school.  The  successful  or unsuccessful  performance  of  SMEs  will 

affect  the  Thai  economy,  and  the  sustainability  of  SMEs  and  their  capability  to 

compete  will  have  an  impact  on  the  achievement  of  the  sustainable  of  the  Thai 

economy.  

However, SMEs face the challenge of external and internal circumstances 

which leads to three major problem areas of SMEs in Thailand, as follows (Maitree 

Wasuntiwongse, 1999; OSMEP, 2002; 2004; 2006; 2007b): 

1)   Financial Problem: Limitations in Access to Capital due to 

SMEs’  risks,  reliabilities,  credits,  and  characteristics.  Therefore,  SMEs  face  capital 

shortage, liquidity problems, higher funding and financial costs, and are unsupported 

by commercial banks.  

2)   Marketing  &  Entrepreneur Problem:  Limitations  of  Skills 

for Competitiveness due to the capacities, skills, experience, knowledge and potential 

of  SMEs,  SME  workers,  entrepreneurs,  and  systems  for  doing  business  as 

professional  enterprises  and  persons,  and numerous  SMEs  to  be  a  family  business. 

Therefore, SMEs face a competitiveness problem in the business world.   

3)   Management  Problem:  Limitations  in  Supported  System 

due  to  SME  networks,  ineffectives  management  and  information  systems,  and  the 

restriction  of  Thai  laws  and  regulations  (Somkiat  Tangkitvanich,  2002).  Therefore, 
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SMEs face insufficient relevant and accuracy information particularly in information 

about advanced technology and systems for doing business as professional enterprises. 

As a result, SMEs need to solve their problems; however, they cannot 

absolutely  handle  all  by  themselves  due  to  the  partial  limitation  of  their  capacity. 

SMEs normally require the government’s action to resolve their problems and support 

their  needs,  as  can  be  seen  in  table  2.4  (Allal,  1999c;  OSMEP,  2002;  2004;  2006; 

2007; 2008) 

 

Table 2.4  SMEs’ Problems and Needs 

 

SMEs’ Problems SMEs’ Needs 

Financial Problem Financial Support & Improving Access to 

Finance/Capital 

Marketing & Entrepreneur Problem  Building Experience  & Training Skills 

Management  Problem Management & System Support 

 

2.1.1.3  Overview of SMEs’ Financial Assistance Schemes for the  

             Study 

The  Royal  Thai  Government  (RTG)  perceives  that  the  success  or 

failure of SMEs has an impact on the health of the Thai economy due to the SMEs 

contribution to the economy. The survivability and sustainability of SMEs and their 

capacity for competitiveness will impact the achievement of the sustainable development 

of  the  Thai  economy.  Thus,  numerous  policy  frameworks  on  SMEs  have  been 

initiated by the RTG to reduce the weaknesses and various problems that SMEs face.  

In  attempting  to  solve  the  financial  problems  of  SMEs,  the  RTG  has 

launched a package of financial assistance schemes in terms of financing. They are: 1) 

Loan Financing, 2) Credit Guarantee and Collateral, 3) Venture Capital Fund, and 4) 

Capital Market by equity funding, as can be seen in table 2.5. The performance of the 

RTG’s  Financial  Assistance  Schemes  for  SMEs  shows  that  the  debt-funding  side  is 

more successful than the equity-funding side because bank loans to SMEs exceeded 

the  target  by  38.7%  in  2003,  whereas  the  VCFs  and  The  MAI  have  fair  much  less 

satisfactory (Chaipat Poonpatpibul and Watsaya Limthammahisorn, 2005).  
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Table 2.5  Summary of Four Major RTG’s Financial Assistance Schemes for SMEs  

                  in Thailand Economy 

 

Types of Funding Agency 

1 Loan 1 SME Bank 

2 Specialized Financial Institutions 

3 Commercial Banks 

4 Village Fund Project 

5 Finance Companies 

6 Leasing Companies 

Debt 

Funding 

(Access 

to 

Finance) 
2 Credit Guarantee & 

Collateral 

1 Corporation / The Assets Capitalization Bureau 

2 The Small Industry Credit Guarantee 

1 Venture Capital 

Funds (VCFs) 

1 The Office of SMEs Promotion Fund 

2 The SME Bank Fund 

3 The One Asset Management Fund 

Capital 

Funding 

(Access 

to 

Capital) 

2 Capital Market 

(CM) 

1 The Market for Alternative Investment: MAI 

 

Source:  Developed from Chaipat Poonpatpibul and Watsaya Limthammahisorn,   

                2005; OSMEP., 2008. 

 

This  dissertation  will  focus  on  the  scope  of  access  to  capital  in  terms  of 

capital funding in the case of capital market for SMEs, as can be seen in the following 

section. 

2.1.1.4 Overview Listed Thai SMEs in the Capital Fund Financial  

             Assistance Schemes’ Situation 
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Table 2.6  Capital Fund Financial Assistance Schemes 

 

Capital Fund Financial 

Assistance Schemes 

Agency 

1 Venture Capital Funds 

(VCFs) 

1 The Office of SMEs Promotion Fund 

2 The SME Bank Fund 

3 The One Asset Management Fund 

2 Capital Market (CM)  1 The Market for Alternative Investment: MAI 

 

Recently (as of 21 July, 2008), forty-nine enterprises were listed in the 

MAI under 32.71 billion baht of total capitalization market value (MAI, 2008). There 

are  fifty-nine  enterprises  listed  in  the  VCF.  For  the  VCFs,  the  results  of  the  Thai 

venture  capitalist  survey  in  2005  by  Montri  Aroon  (OSMEP,  2007)  reveal  that  the 

value  of  investment  of  private  and government  VCF  in  2005  was  502.4  and  672.7 

THB million, respectively (see table 2.7). The tourism group has the largest value of 

fund  investment  under  the  OSMEP  VC  portfolio.  The  automotive  group  has  the 

smallest value of this portfolio (see table 2.9). 

 

Table 2.7  Situations of Listed Thai SMEs in the MAI 

 

 2003 2004 2005 2006 2007 
Number of Listed 

Enterprises 

13  24  36  42  48 

Newly-Listed 

Enterprises 

6 14  14  6  6 

Total Capitalization 

Market Value 

 (M. Baht) 

13,691.17  11,702.88  14,314.20  21,809.50  36,887.32 

Market Dividend 

Yield (%) 

0.98  1.40  4.75  3.91  3.34 

 

Source:  The Market for Alternative Investment (MAI). Market Statistic. As of  

                21/12/2007. 
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Table 2.8  Situations of Listed Thai SMEs in the VCFs* 

 

In THB Million 

Value of Fund 

Investment 

Total Fund 

Management in 

Thailand 

Value of Fund 

Under Management 

 

 

 

Year Private 

VCFs 

Gov. 

VCFs 

Private 

VCFs 

Gov. 

VCFs 

Private 

VCFs 

Gov. 

VCFs 

2004 69,906.4  6,040.0  8,167.6  6,040.0  1,013.2  232.9 

2005 78,966.4  6,085.0  8,167.6  6,085.0  502.4  672.7 

2006 88,466.4  6,140.0  4,127.6  6,140.0  300.0  50.0 

* 3 Government VCFs and 14 Private VCFs 

 

Source:  OSMEP, 2007b.  

 

Table 2.9  OSMEP VC Portfolio as of Q3/05 

 

In THB Million 

Proportion after investing Target Group Number of 

SMEs SMEs OSMEP Total 

Fashion and Design  8  224.60  74.90  299.50 

Software & IT 6  37.99  24.32  62.31 

Food and Herbs 5  125.20  58.50  183.70 

Automotives 1  18.25  6.00  24.25 

Tourism 32  1,234.83  567.80  1,802.63 

Export 3  72.49  42.00  114.49 

Supporting Industry  18  828.34  236.21  1,064.55 

Government Policy  1  7.72  18.02  25.74 

Total 74 2,549.42 1,027.75 3,577.17 

 

Source:  OSMEP, 2007b.  
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2.2  Framework of the Study Area: An Overview of the Listed Thai  

       Enterprise Situations in the Stock Market of Thailand 

 

There are 541 organizations listed on the Stock Market of Thailand. These are 

is  divided  into  two  main  groups:  the  MAI  and  the  Main  Market.  Within  the  MAI, 

there are 51 organizations listed in this market, and there are 490 organizations listed 

on  the  SET.  Both  markets’  performances  were  422,154  million  baht  of  total  net 

profits in 2007 and 6,089,925 million baht of total sales in 2007. Indeed, the resources 

sector  exhibits  the  largest  total  net  profits  and  sales  of  the  main  market;  that  is, 

207,020  million  baht  and  2,605,549  million  baht,  respectively,  even  though  the 

number of organizations listed in this sector seems to be the smallest size of the main 

market due to having 23 organizations only.  

The resource sector has the largest value of net profit and sales of the overall 

organizations listed on the Stock Market of Thailand (see table 2.10). 

 

Table 2.10  Overall Organizations Listed on the Stock Market of Thailand  

 

Million Baht 

Net Profits 

(Losses) 
Sales 

Sectors 
Total 

Listed 
2007 2006 2007 2006 

1. Resources             23 207,020 193,053 2,605,549  2,315,281

2. Property & Construction   104 69,397 82,301 670,708  624,335

3. Services  83 40,774 49,548 725,004  667,644

4. Technology 37 38,085 29,778 562,307  542,008

5. Industrials  69 34,788 34,670 454,486  406,959

6. Financials  62 18,292 62,872 488,495  466,002

7. Agro & Food Industry  43 10,074 12,397 411,341  377,220

8. Consumer Products  41 6,902 7,460 106,753  116,060

Total 8 Industrial  462 425,332 472,078 6,024,643  5,515,509

9. Non-Performing Group 

(NPG)  22 -2,093 -1,599 18,199  23,044
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  Table 2.10  (Continued) 

            

Million Baht 

Net Profits 

(Losses) 
Sales 

Sectors 
Total 

Listed 
2007 2006 2007 2006 

10. Non-Compliance Group 

(NC)  6 -3,053 -2,128 2,084  3,307

Total NPG & NC 28 -5,146 -3,727 20,283  26,351

Total Main Market 490 420,186 468,351 6,044,925  5,541,860

11. Medium-Size Enterprises 

(MAI) 51 1,968 2,181 44,999  40,179

Total Main Market & MAI 541 422,154 470,532 6,089,925 5,582,039

 

Source:  The Stock Exchange of Thailand. 2008.   

 

2.2.1  Thailand’s Capital Market Master Plan 

 

Table 2.11  Thai Capital Market Master Plan 

 

 The First Phase (2002 – 2005) The Second Phase (2006 – 2010) 

Goal To bolster the competitiveness and robustness of Thailand’s economic 

system 

Vision To become a capital market that is 

supportive of the economic 

development of the country and is 

able to compete in an international 

market 

To increase the competitiveness 

and economic strength of the 

overall system 

 

Focus  Enhancing the attractiveness of the 

market and increase liquidity 

The capital market’s efficiency in 

mobilizing funds and providing a 

quality alternative for personal 

savings 
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 Table 2.11  (Continued) 

 

  

 The First Phase (2002 – 2005) The Second Phase (2006 – 2010) 

Targets Listed companies’ good 

governance 

An increase in market 

capitalization and price stability 

and the full valuation of stocks 

Strategic 

Objectives 

• Providing an effective source of 

financing 

• Creating a favorable investment 

environment with a diverse 

investor base 

• Providing a world-class 

infrastructure with low transaction 

cost 

• Encouraging an establishment of 

strong and qualified institutional 

intermediaries  

• Increasing market size and the 

supply of financial instruments 

issued by large companies. 

• Encouraging small and medium 

sized enterprises to list on SET or 

MAI.  

• Doubling the proportion of 

domestic institutional investors 

from 10% to 20%, to balance the 

range of investors 

• Changing the proportion of 

institutions (domestic and foreign) 

to individual investors to 40/60, a 

level that will support price stability 

• Promoting measures to increase 

overall market price-earnings (P/E) 

ratios 

• Promoting greater investment 

in mutual funds 

Strategic 

Objectives 

(Cont.) 

• Promoting “Good Corporate 

Governance” and any necessary 

measures that serve the appropriate 

needs of investors  

• Working with listed companies 

to improve P/E ratios 

 

Source:  Developed from The SET Newsletter, 2007.  
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Table  2.11  shows  that promoting  good  corporate  governance  and 

improving  P/E  ratios are  the  key  vital  strategic  objectives  of  Thailand’s  capital 

market at present and future.  

 

Part 1.2  Literature Review: The Concept and Theoretical Formations 

 

2.3  Definitions of Superior Performance  

 

Measurement  is  the  first  step  that  leads  to  control  and  eventually  to 

improvement.  If  you  cannot  measure  something,  you  cannot  understand  it.  If  you 

cannot  understand  it,  you  cannot  manage  or  control  it.  If  you  cannot  manage  or 

control it, you cannot improve and develop it.  

Thus, if stakeholders of the Stock Exchange of Thailand and of organization 

listed  on  this  market  would  like  to  understand  and  comprehend  the  degree  of  their 

effectiveness, control, and improve them, they should be able to measure the degree 

of their effectiveness, the degree of their listed organizations’ effectiveness in terms 

of superior performance, and the relationship between these degrees. 

In  order  to  understand  and  comprehend the  reason  why  some  organizations 

outperform other organizations in terms of ability to generate performance superiority 

over  others  in  the  same  industry,  much  management  and  organization  literature  and 

many theorists have attempted to explicitly explain this phenomenon.  

 

2.3.1  Definitions of Performance 

Performance  consists  of  behavior  and  results  (Brumbach,  1988  quoted  in 

Yanapol  Sangsunt,  2007),  or  means  and ends  (Robbin,  1990).  Performance  has  two 

dimensions: efficiency and effectiveness. Efficiency depends on the degree to which a 

stated  condition  is  achieved  or  maintained.  Effectiveness  will  be  occurred  by  the 

condition being achieved, and as a result, optimal performance measurement should 

concern both effectiveness and efficiency (Chulilung, 2005). 
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Table 2.12  Performance Measurement Frameworks 

 

Performance Measurement Frameworks 
Means and/or Process  Ends 
Behavior and/or Actions  Results 

Causes  Effects 
Organizational Process  Organizational Effectiveness 
Independent Variables  Dependent Variables 

 

Performance  measurement  (PM)  seems  to  play  an  important  role  in  the 

measurement  of  organizational  effectiveness.  Numerous  performance  measurement 

frameworks  identify  the  causal  relationships  between  organizations’  actions  and 

results. 

Combs, J. G; Crook, T. R. and Shook, C. L. (2005:  262) state that the effort to 

understand  organizational  performance  through  organizational  effectiveness.  They 

suggest that organizations show as effective if the organizations satisfied their stated 

goals,  such  as  profitability,  growth,  increased  employee  wages,  lower  prices,  and 

other  goals.  Organizational  effectiveness,  from  their  point  of  view,  similarly 

encompasses  the  satisfaction  of  stakeholders  with  conflicting agendas,  and  it  is 

difficult  to  distinguish  empirically  between effective  and  ineffective  organizations.  

Additionally,  little  consensus  has  emerged  among  researchers  as  to  how  to  best 

measure  effectiveness  (Cameron,  1986;  and  Chakravarthy,  1986  quoted  in  Combs 

Crook, and Shook, 2005).  

Organizational Effectiveness  

1)  Overview of Organizational Effectiveness 

A  series  of  criteria,  intensions,  and  measurements  of 

effectiveness  organization  are  different  depending  on  the  perspective  of  researchers 

and the theoretical background for explaining the organizational effectiveness and/or 

success  phenomena.  Various  considerations  and  definitions  of  organizational 

effectiveness  lead  to  various  measurements,  so  it  is  difficult  to  explicitly  clarify  the 

effectiveness of these measurements.  

  Robbins (1990: 48) states that organizational effectiveness seems 

to be the central theme in organization theory. It is an approach of the organizational 

performance’s  evaluation,  determining  the  extent  to  which  organization  goals  are 
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accomplished  (Gerloff,  1985).  Effectiveness  is  the  degree  to  which  an  organization 

has realized its goals or ends. 

The  concepts  of  organizational  effectiveness  are  different 

according  to  the  different  perceptions  of  people  because  of  different  goals,  so  there 

are  numerous  criteria  of  organizational effectiveness,  or ends,  depending  on 

organizational visions, assumptions, and nature (Robbins, 1990; Helms, 2001; Phiphat 

Nonthanathorn,  2002)  as  well  as  researchers’  and  managers’  perspectives  (Watana 

Vinitwatanakhun,  1998),  for  example,  profit, quality,  growth,  success,  excellence, 

competitiveness,  survival,  flexibility,  efficiency,  capacity,  job  and  stakeholder 

satisfaction and commitment, communication strategy with consistent and energizing 

messages,  clear  practices,  clear  policies and  decisions,  an  environment  accepting  of 

change  and  innovation  for  new  product  development,  interdepartmental  communication, 

and other criteria.  

In  addition,  the  concept  of  effectiveness  is  hidden  within  the 

numerous popularized management concepts in the literature, such as 7’S Framework 

of  the  McKinsey  Company,  Total  Quality  Management  (TQM), Continuous Quality 

Improvement (CQI), Organizational Excellence (OE), Balanced Scorecard (BSC), and 

other management concepts.  

2)  Measures of Organizational Effectiveness 

Various  organizations  in  the world  economy  which  have  been 

known  as  effective,  for  example,  FedEx,  3M,  General  Motors,  Wal-Mart  Stores, 

ExxonMobil, Chevron, the ABC Company and other effective organizations (Fortune 

500,  2007),  include  at  least  financial  performance  measurements  or  accounting 

performance  measures  as  key  indicators  for  identifying  their  effectiveness.  These 

financial  performance  measurements  are  profit,  financial  ratios  such  as  liquidity 

analysis  ratios, profitability  analysis  ratios, activity  analysis  ratios, capital  structure 

analysis  ratios, capital  market  analysis  ratios,  Dupont  analysis,  CAMEL  analysis 

ratios, and other ratio analyses, and financial control, effective budgeting, cash flow 

management, and cash flow analysis. 
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Table 2.13  Original Organizational Effectiveness 

 

Original Organizational Effectiveness 

Performance Measurement Only on Financial Perspective or Accounting 

Performance Measures 

Measures Profit, Financial Ratios, Financial Control, or 

Effective Budgeting, Cash Flow Management, 

Cash Flow Analysis, and so on. 

 

However,  many  researchers  (Avery;  2005  Piboolsravut,  2004 

Wilson  2003  quoted  in  Kantabutra,  2006;  Kaplan  and  Norton,  1996;  EFQM,  2003; 

BNQP,  2008)  argue  that  traditional  business  models  and  performance  measurement 

systems  normally  concern  the  short-term  perspective  in  terms  of  the  shareholder  

value approach in order to create shareholder wealth maximization. They focus only 

on  financial  perspectives  such  as  Profit Margin  (PM),  Return  On  Equity  (ROE), 

Return On Investment (ROI), Return On Assets (ROA), High Revenue Growth, High 

Profit Growth, High Earning Per Share Growth, and High Return to Investors is not 

sufficient  to  generate  and  sustain  the  successful  story  of  business  organizations. 

Indeed, consideration of only profit alone is not efficient or sufficient because profit 

alone is not enough to create retention and satisfaction of employees and customers, 

or the loyalty of stakeholders or constituencies.  

As a result, some researchers criticize that these perspectives or 

models are not able to assist organizations to sustain their successful story due to lack 

of consideration of the quality of life of individuals or the societies of organizations 

that many people desire, or to the satisfaction of these constituencies. 

Some  scholars  (Freeman,  1984;  Gerloff,  1985;  Kaplan  and 

Norton, 1996; EFQM, 2003; BNQP, 2008) have proposed an alternative model for the 

long-term  perspective  in  terms  of  the  effectiveness  of  an  organization  and  its 

relationships  with  many  interest  groups  and  stakeholders.  These  stakeholders  of 

organization  are  employees,  customers,  suppliers,  shareholders,  and  any  group  or 

individual  that  can  affect or  is  affected  by  the  achievement  of  an  organization's 

objective,  not  just  shareholders,  stakeholder  -  value  approach  (Freeman,  1984; Cai 
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and  Wheale,  2004;  Gao  and  Zhang,  2006; GLOBE,  2006;  Laplume,  et  al.,  2008). 

These  stakeholders  affect  not  only  the  profitability  of  the  corporation  but  also  the 

ultimate goals that enterprises desire to achieve. 

Stakeholder  satisfaction  and  enterprise  profitability  should  be 

considered  at  the  same  time.    Enterprises  should  consider  not  only  the  financial 

performance  of  enterprises  themselves  but  also  non-financial  performance  such  as 

environment  and  the  social  performance  of their  relevant  stakeholders’  expectations 

(Freeman,  1984;  Gerloff,  1985;  Elkington,  1997; Key,  1999;  Holt  et  al.,  2004  ). 

Indeed, the effectiveness of the organization is able to be classified into two groups, in 

terms of financial and non-financial perspectives. 

 

Table 2.14  Modern Organizational Effectiveness 

 

Original Organizational Effectiveness 

Performance Measurement Financial and Non - Financial 

Perspective 

Measures Financial Perspective profit, cash flow 

                      Non-Financial Perspective quality, growth, survival, flexibility, 

efficiency, job satisfaction; customer 

satisfaction; suppliers and customers 

relation; corporate governance; health 

and safety of workers; employee 

commitment; interpersonal relationships; 

organizational climate; employee 

turnover; product safety and social 

impact; presence environmental policy; 

community and supplier satisfaction with 

organization; social responsibility; 

quality of life; environmental impact and 

so on. 
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3)  Definitions of and Approaches to Organizational  

     Effectiveness 

Organizational  effectiveness  (OE)  has  proven  difficult  to  be  explicitly  defined  or 

identified; however, there are five popular approaches to organizational effectiveness 

in organization and management literature: 1) goal attainment, 2) systems, 3) strategic 

constituencies, and 4) competing values (Robbins, 1990; Phiphat Nonthanathorn, 2002), 

as  well  as  5)  the  ineffectiveness  model  (Natnach,  2006).  1)  Goal  attainment  defines 

OE  as  the  accomplishment  of  ends.  2)  Systems  defines  OE  as  the  ability  to  acquire 

inputs, process these inputs, channel the outputs, and maintain stability and balance in 

the system. 3) Strategic constituencies define OE as satisfying the demands of those 

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

continued  existence.  4)  Competing  values  define  OE  as  the  emphasis  of  the 

organization  in  the  four  major  areas  matching  constituent  preferences.  5)  The 

ineffectiveness model defines that OE is challenged by problems and barriers. 

   

Table 2.15  Five Approaches to Organizational Effectiveness 

 

Approaches Scope 

Goal 

Attainment  

Achievement of goals, objectives, and targets 

Systems  Open systems; inputs, transformation process, and 

outputs 

Strategic 

Constituencies  

Internal and External Constituency satisfaction 

Competing 

Values  

Goals and system model in terms of means and ends; 

Internal and External Constituencies’ needs;  

Human relations, open systems, rational goals, and 

internal process in order to control and flexibility. 

Or
g
a
ni
z
at
i
o
n
al
 
Ef
fe
ct
i
ve
ne
ss
 

Ineffectiveness Problems and faults  
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In  addition,  according  to  the  definitions  of  organizational 

effectiveness by Helms (2001), there are four key approach groups for identifying the 

organizational effectiveness, as follows.  

The  first  key  approach  groups  is  to  use  production,  commitment, 

leadership,  and  interpersonal  conflict  to  measure  organizational  effectiveness. 

Production has been defined as the flow of output from the organization. Commitment 

has  been  established  as  a  component  to  measure  the  degree  of  attachment  to  the 

organization.  Leadership  has  been  defined  as  a  degree  of  influence  and  personal 

ability.  Interpersonal  conflict  refers  to  the  degree  of perceived  misunderstanding 

between supervisors and subordinates. 

The second key approach groups has been proposed in terms of 

interrelated  organizational  processes  and  has been  developed  primarily  as  a  tool  for 

management  consultants.  This  model  uses  organizational  survival  and  maximizing 

return  as  key  variables  of  effectiveness,  along  with  self-regulation,  which  is 

responsible  for  orchestrating  a  balance  between  eight  minor  variables,  including 

internal-external boundary permeability, sensitivity to status and change, contribution 

to  constituents,  transformation,  promoting advantageous  transactions,  flexibility, 

adaptability, and efficiency. 

The third key approach groups relates to six selected indicators 

of  organizational  effectiveness,  including  management experience,  organizational 

structure,  political  impact,  board  of  directors’  involvement, volunteer  involvement, 

and internal communications.   

The final key approach groups has been used to compare profit 

and  non-profit  organizational effectiveness  and  the  competing  value  framework. 

There are four quadrants representing; that is, human relations, open systems, rational 

goals, and internal processes. A human relation stresses participation, discussion, and 

openness as ways to improve morale and achieve commitment. Open system relates 

insight,  innovation,  and  adaptation  as  a  path  toward  external  recognition,  support, 

acquisition,  and  growth.  Rational  goal  (closed  system  perspective)  seeks  profit  and 

productivity  through  direction  and  goals.  This  model  has  been  tested  and  validated 

much  more  than  the  other  three  approaches in  academic  literature.  Internal  process 

(closed  system  perspective)  observes  internal  processes  as  measurement,  documentation, 
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and information management as methods to achieve stability, control, and continuity 

(Quinn and Rohrbaugh, 1983; Helms, 2001). 

 

Table 2.16  Helms’ Definitions of Organizational Effectiveness  

 

 Variables Measures 

Production The flow of output 

Commitment The degree of attachment 

Leadership A degree of influence and personal ability 

Gr
o
u
p 
1
 

Interpersonal Conflict The degree of perceived misunderstanding 

between supervisors and subordinates 

Organizational Survival 

Gr
o
u
p 
2
 

Maximizing Return 

Internal-external boundary permeability, 

sensitivity to status and change, contribution 

to constituents, transformation, promoting 

advantageous transactions, flexibility, 

adaptability, and efficiency 

Organizational Structure Complexity, formalization, and centralization 

Management Experience 

Political Impact 

Board of Directors 

Involvement 

Volunteer Involvement 

Gr
o
u
p 
3
 

Internal Communications 

Very High, High, Medium, Low, and Very 

Low 

Human Relations Participation, 

discussion, and 

openness 

Morale and achieve 

commitment 

Open Systems  Insight, innovation, 

and adaptation 

External recognition, 

support, acquisition, 

and growth 

Rational Goals  Direction and goals  Profit and 

productivity Gr
o
u
p 
4
 

Internal Process  Measurement, 

documentation, and 

information 

management 

Stability, control, 

and continuity 

 

Source:  Adapted from Helms, 2001. 
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4)  Characteristics of Organizational Effectiveness 

From the five approaches to organization effectiveness clarified 

above,  the  characteristics  of the  organizational  effectiveness  context  in  terms  of  the 

five  integrated  dimensions  of  organizational  effectiveness  should have  at  least  four 

characters, as seen in table 2.17. 

 

Table 2.17  Characteristics of Organizational Effectiveness Context: Integrated  

                    Perspective 

 

Key Characteristics Explanation 

Open System Organizations locate within an open system affected by their external 

circumstance or environment factors. Their components consist of 1) inputs, 

strategic organizational resources in terms of man, money, and material 

which are valuable, rare, imperfectly imitable, non-substitutable, non-

transferable or tradable characteristic1 (Carmeli, 2004); 2) organizational 

processes, strategic entrepreneurship framework2 (Ireland, et al., 2003) for 

transforming inputs into outputs; and 3) outcomes, outputs and impacts which 

are the results from transformation processes. 

SMART Goal Organizations have explicit and/or tacit clear and/or “SMART3” goal attainment in 

their strategic intension in terms of clear their vision, mission, goals, objectives, and 

targets. 

Benefit Scoall Organizations are carefully concerned about their internal and external 

strategic constituencies preferences and their profitability as well as their 

ineffectiveness in terms of their problems, obstacles, and conflicts of interest 

degree. 

Strategic organizational 

resources 

Organizations are carefully concerned about their strategic organizational 

resources and how to absolutely acquire, manage, and allocate them to 

achieve the effectiveness which organizations require. 

 

Note:  This model is created by integrating the five approaches to organizational   

            effectiveness.

                                                
1Carneli (2004) states that valuable and rare resources are a source of competitive advantage; valuable, 
rare,  inimitable,  non-substitutable,  and  non-transferable  resources  are  a  source  of  sustainable 
competitive advantage. Indeed, Chmielewski and Paladino include scarcity, appropriability, durability, 
uniqueness, non-transferability, firm-specificity, opacity, idiosyncratic, specialized, and rent-generating 
into all variations of Barney’s (1991) original four characteristics. 
2Ireland et al., (2003) illustrate that strategic entrepreneurship (SE) involves simultaneous opportunity - 
seeking and advantage-seeking behaviors and results in superior firm performance. 
3SMART is S: Specification, M: Measurement, A: Agreement, R: Reliability, T: Time Flaming. 
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The Characteristics of the Organizational Effectiveness Context: Integrated Perspectives 
An Open System Perspective 

High Quality of External Circumstances 
Means Ends 
Causes Effects 

Independent Variables Dependent Variable 
Inputs Process Outcomes 

Strategic Organizational 
Resources 

Strategic 
Entrepreneurship 
Framework 

Outputs 
 

Impacts 
 

(Organization – Specific 
Assets) 

-Financial Capital 
-Human Capital 
-Social Capital 

which are valuable, rare, 
imperfectly imitable, non-
substitutable, non-
transferable or tradable 
characteristics 

-Entrepreneurial Mindset 
 -Entrepreneurial Culture & 

Leadership 
-Strategic Management of 

Resource 
-Appling Creativity to 
Develop Innovation 

-Degree of 
Accomplished 
Goals, Objectives 
and Targets 

 

-Degree of 
Constituencies 
Preferences 

-Degree of Corporate 
Profitability 
-Degree of 
Ineffectiveness 

Organizational 
Effectiveness 

Efficiency  

 Effectiveness 

 

Figure 2.2   The Characteristics of the Organizational Effectiveness Context: An Integrated Perspective 

Note:  This model is created by applying the Concept of the Logit Model. 

30 
 



 31

Organizational  effectiveness  can be  defined  as  “the  degree  to 

which  an  organization  attains  its  short-term  goals  (ends/outcomes)  and  long-term 

goals (mean /process), the selection of which reflects strategic constituencies, the self-

interest  of  the  evaluators,  and  the  life  stage  of  the  organization”  (Phiphat 

Nonthanathorn, 2002; Watana Vinitwatanakhun, 1998; Robbins, 1990: 77). 

In  conclusion,  organizational  effectiveness  seems  to  concern 

doing  everything  that  managers/administrators  know  to  do  and  doing  it  well. 

Organizational effectiveness measures in the literature can be divided into two main 

groups, financial measures and non-financial measures, for serving the ultimate goals 

of  almost  all  organizations.  Financial measures  are  a  series  of  organization 

profitability  measures.  Non-financial  measures  include  stakeholders’  satisfaction, 

royalty,  and  commitment.  Therefore,  integrated  measures  are  a  series  of  organization’s 

profitability and stakeholders’ satisfaction and commitment measures. 

 

Table 2.18  Organizational Effectiveness Studies Evaluated by Steers 

 

Author (Year) Criteria Generalizability 

Georgoupoulos and 

Tannenbaum (1957) 

Productivity, Flexibility, Absence of 

Organizational Strain 

All 

Bennis (1962)  Adaptability, Identity, Capacity to test 

reality 

All 

Caplow (1964)  Stability, Integration, Voluntarism, 

Achievement 

All 

Yuchtman and 

Seashore (1967) 

Resource acquisition, Control over 

environment 

All 

Friedlander and 

Pickle (1968) 

Profitability, Employee satisfaction, 

Societal Value 

Business 

Gibson et al. (1973)  Short Run: Production, Efficiency, 

SatisfactionIntermediate:  Adaptiveness, 

DevelopmentLong Run: Survival 

All 

Negandhi and 

Reimann (1973) 

Behavioral Index: Manpower 

Acquisition, Retention, and Utilization;  

 

Business 
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Table 2.18  (Continued) 

  

Author (Year) Criteria Generalizability 

 Interpersonal and Interdepartmental 

Relations; Employee Satisfaction 

Economic Index: Sales growth, Net 

profit 

 

Duncan (1973)  Productivity, Flexibility, Adaptability All 

 

Source:  Steers, 1975.   

 

2.3.2  Definitions of Superior Performance 

 

Superior performance is known as excellence or high performance. It is like a 

subset  of  the  organizational  effectiveness concept  which  is  what  most  organizations 

are  required  to  achieve.  Superior  performance  is  above  average  performance  when 

benchmarking  with  competitors  and/or  enterprises  within  industry  sectors  and/or 

average industry.  

Superior  performance  sustainability  is  the  ability  of  organizations  to  sustain 

their  superior  performance  over  a  period of  at  least  three  years  in  relevant 

information. 

According  to  the  management  literatures,  the  well-known  concepts  that  are 

known  as  the  original  concepts  for  measuring  superior  organizational  and 

entrepreneurial performance are the 7’s McKinsey framework, the Leavitt model, the 

Miles and Snow framework, Robbins’s Model, and Hatch’s model (Uree Cheasakul, 

2001).  
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Table 2.19  The Original Concept of Superior Organizational Effectiveness     

                    Improvement 

 

Model Dimensions 

The 7’s McKinsey 

Framework 

Strategy, structure, systems, skill, shared value, staff, and 

style 

Leavitt’s Model  Technology, people, task, and structure which require to be 

balanced, coordinated, and interrelated 

The Miles and Snow 

Framework 

Strategy (Prospector-Analyzer-Defender-Reactor), Structure, 

and Process 

Robbins’s Model  All organizational factors 

Hatch’s Model  Cultural changes, technology management, structural 

configurations, more adaptive in the design of the 

organizational strategies to fit different types of environment 

encountered 

 

Source:  Developed from Uree Cheasakul, 2001: 17. 

 

In addition, there are numerous factors that have impacted the performance of 

organizations  and  determinant  performance superiority,  particularly  regarding  the 

effectiveness  management  tool.  There are  several  management  tools  in  the 

organization  and  management  literature.  Top  25  popular  management  tools  in  the 

literature  are:  Balanced  Scorecard,  Benchmarking,  Business  Process  Reengineering, 

Collaborative  Innovation,  Consumer  Ethnography,  Core  Competencies,  Corporate 

Blogs,  Customer  Relationship  Management,  Customer  Segmentation,  Growth 

Strategy  Tools,  Knowledge  Management, Lean  Operations,  Loyalty  Management 

Tools,  Mergers  and  Acquisitions,  Mission  and  Vision  Statements,  Off-shoring, 

Outsourcing, RFID, Scenario and Contingency, Planning Shared Service Centers, Six 

Sigma, Strategic Alliances, Strategic Planning, Supply Chain Management, and Total 

Quality Management (Rigby and Bilodeau, 2007).  

According to Bain's global 2007 management tools and trends survey (Rigby 

and Bilodeau, 2007), the findings revealed that the top 10 tools by usage are Strategic 

Planning,  Customer  Relationship  Management,  Customer  Segmentation,  Benchmarking, 
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Mission  and  Vision  Statements,  Core  Competencies,  Outsourcing,  Business  Process 

Reengineering,  Scenario  and  Contingency  Planning, and  Knowledge  Management. 

Moreover,  Top  10  tools  by  satisfaction  are  Customer  Segmentation,  Strategic  Planning, 

Mergers  &  Acquisitions,  Customer  Relationship  Management,  Core  Competencies, 

Total Quality Management, Benchmarking, Mission and Vision Statements, Scenario 

and Contingency Planning, and Strategic Alliances. 

The  survey’s  result  shows  that  Strategic  Planning,  along  with  Customer 

Relationship Management, Core Competencies and Customer Segmentation are rated 

above  average  in  both  usage  and  satisfaction,  and  their  defection  rate  is  rated  under 

average. They represent the successful use of tools and the willingness of executives 

to  use  them  in  terms  of  the  ability  to measure  and  communicate  resulting  benefits. 

Indeed,  Strategic  Planning  (88%),  Customer  Relationship  Management  (84%), 

Customer Segmentation (82%), Benchmarking (81%), Mission and Vision Statements 

(79%), and Core Competencies (79%) are rated in the top five tools overtime (Rigby, 

and Bilodeau, 2007). 

Strategic  Planning,  along  with  Customer  Relationship  Management,  Core 

Competencies, and Customer Segmentation are very popular and effective    management 

tools, as can be seen in figure 2.3. 
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Figure 2.3  Management Tools Classified by Usage and Satisfaction 

Source:  Rigby and Bilodeau, 2007. 

 

In  Thailand,  strategic  planning  seems  to be  an  effective  management  tool  as 

well.  

According  to  the  study  of  Tippawan  Lorsuwannarat  (2007)  on  the  status  of 

management tools used in public organizations in Thailand, she has found that the top 

5 popular management tools in the past were strategic planning (73.7%), 5s (66.7%), 

Outsourcing (61.3%), BSC (57%), and E - Learning(50%); top 5 popular management 

tools at present are Strategic planning (91%), Outsourcing (77.8%), KM (76%), E – 

Procurement  (74%),  and  BSC  (73.4%).  Therefore,  strategic  planning  seems  to  be 

important  material  for  driving  organizations  to  achieve  effectiveness  in  the 

management  of  the  modern  world  economy;  its  important  trend  has  dramatically 

increased  in  the  competitive  global  marketplace  and  is  popular  in  organization  and 

management research topics and in the educational field. 

All of these as mentioned above are the characteristics of corporate managerial 

dimensions.  Therefore,  corporate  behavior and  corporate  environment  seem  to  be  a 

key  important  (independent)  variable  framework  for  determining  corporate 

performance (effectiveness), particularly in the case of performance superiority.  
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Figure 2.4  A Key Framework of Superior Performance Organization 

 

Table 2.20  Key Variables of Superior Performance Organization  

The Effectiveness of The SET and The MAI 

Independent Variables  Dependent Variable 
 The Characteristics of 
Managerial Dimensions of 
Organizational Superior 
Performance  

 Achieving Superior 
Performance 
Organization 

 
Note:  *This framework will be justified by empirical study  

  

 

 
Organizational 
Superior 
Performance 
 Framework 

(Actions) 

High Quality 
Corporate 
Internal 

Circumstances

Organizational 
Superior 
 Performance 
(Results) 

 
High Quality 
Corporate 
External 

Circumstances 

Means Ends 

A Key Framework of Superior Performance Organization 

Corporate 
Actions 

Corporate Internal 
Environment Corporate 

Performance 

Corporate External 
Environment 

A Key Framework of Corporate Performance 

Means Ends 
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2.3.3  Theories for Clarifying the Absolute Key Determinant Variables of  

                      the Superior  Organizational Performance Framework  

 

“Which  theories  are  suitable  for  clarifying  a  key  framework  as  the  absolute 

determinant (independent) variables of superior organizational performance?” will be 

answered  in  this  section.  There  are  many  theories  and  frameworks  for  determining 

which organizations exhibit superior performance, as follows;  

2.3.3.1  Resource-Based Theory 

Since the early 1990s,  resource-based theory (RBT) has emerged as a 

key perspective guiding inquiry into the determinants of organizational performance, 

and  numerous  studies  have  examined  RBT's  assertion  that  the  extent  to  which 

organizations possess strategic resources is positively related to performance (Crook, 

et al., 2008). However, in the literature, there is no consensus regarding how strongly 

strategic resources relate to performance. 

1)  Overview of the Resource-Based View of the Firm  

The resource-based view of the firm is an economic tool that is 

applied to determine the strategic resources available to a firm or an organization. The 

basic principle of this theory is that the basis for a competitive advantage of a firm lies 

primarily in the application of the bundle of valuable resources at the firm’s disposal 

(Wernerfelt, 1984: 172; Rumelt, 1984: 557-558). Barney (1991: 105-106) states that 

to  transform  a  short-run  competitive  advantage  into  a  sustainable  competitive  advantage 

requires  that  these  resources be  heterogeneous  in  nature  and  not  perfectly  mobile. 

This  translates  into  valuable  resources  that  are  neither  perfectly  imitable  nor 

substitutable  without  great  effort  (Barney, 1991: 117). If these conditions are  achieved, 

the firm’s bundle of resources will assist the firm in sustaining above average returns. 

Thus,  the  resource-based  view (RBV)  theory  (Barney,  Wright 

and Ketchen, 2001: 625) is one of the most popular theories that attempts to explain 

why some organizations consistently outperform others.  

2)  Overview of Resources Concepts 

Resources are the elements required for pursuing opportunity to 

facilitate  the  development  of  a  sustainable  competitive  advantage  and  superior 

performance.  They  are  all  assets,  capabilities,  organizational  processes,  companies’ 

attributes,  information,  knowledge,  and  so  on.  These  resources  are  controlled  by 
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companies to conceive of and implement strategies that improve their efficiency and 

effectiveness (Daft, 1983). 

There are many types of classification resources. Some scholars 

(Collis  and  Montgomery,  2003)  classify  resources  into  three  groups:  tangible 

resources,  intangible  resources,  and  organizational  capabilities;  on  the  other  hand, 

other scholars (Wikulund and Shepherd, 2003) divide them into two groups, property-

based  and  knowledge-based  resources.  Other researchers  classify resources  in  terms 

of  financial  capital,  technological  capital,  human  capital,  social  capital,  and 

organizational capital resources (Barney, 2001). 

3)   Assumptions of the Resource-Based View of the Firm  

These assumptions are as follows: 

(1)   An organization is the owner of potential key strategic 

resources. 

(2)   The  resources  and  capabilities  which  an  organization 

control  are  valuable,  rare,  imperfectly  imitable,  and  not  substitutable;  that  is,  the 

VRInS  Framework  in  terms  of  Value,  Rareness,  Inimitability,  and  Non-substitutability 

(Barney,  2001:  649)  is  an  important  source  of  sustained  competitive  advantage  and 

sustained superior organization performance (Barney, 1991: 99 – 111); 

a.  Valuable: A resource must enable a firm to employ 

a value-creating strategy by either outperforming its competitors or reducing its own 

weaknesses. 

b.  Rare: To be of value, a resource must be rare. In a 

perfectly competitive strategic factor market for a resource, the price of the resource 

will  be  the  reflection  of  the  expected  discounted  future  above  average  returns 

(Barney, 1991: 100).  

c.   Inimitable:  If  a  valuable  resource  is  controlled  by 

only one firm, it could be a source of a competitive advantage. This advantage could 

be sustainable if competitors are not able to duplicate this strategic asset perfectly.  

d.  Non-substitutable:  Even  if  a  resource  is  rare, 

potentially  value-creating  and imperfectly  imitable,  an  equally  important  aspect  is 

lack  of  substitutability.  If  competitors  are able  to  counter  the  firm’s  value-creating 

strategy with a substitute, prices are driven down to the point that the price equals the 

discounted future rents, resulting in zero economic profits.  
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(3)  Resources  and  capabilities  can  be  heterogeneously 

distributed across competing organizations; these differences can be long lasting and 

assisted explain why some organizations consistently outperform other organizations.  

(4)  Organization care for and protect resources that possess 

VRInS framework evaluations.  

This  theory  focuses  on  the  perspective  of  the  internal  organization  in 

terms of the strengths and weaknesses of internal strategic resources in the context of 

the  VRInS  framework  for  positively  generating  competitive  advantage  and  superior 

performance.  

However,  the  key  critical  resources  for  sustainable  competitive 

advantage  or  superior  performance  are  not  only  the  components  of  the  VRInS 

framework  (Value,  Rareness,  Inimitability,  and  Non  -substitutability  (Barney,  2001: 

649), but also the categories of financial capital, technological capital, human capital, 

social capital, and organizational capital resources.  

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.5  The Determinants of Superior Performance: The Resource-Based Theory  

                   Perspective 

Note:  This model was created by summarizing the Resource–Based Theory Perspective. 
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company’s competitiveness. Financial resources can be used to acquire or accumulate 

other types of organization resources, so organizations with strong financial resources 

have the slack required to identify and subsequently exploit entrepreneurial opportunities. 

Similar to financial resources, human capital resources are known as the other critical 

resources  for  organizational  wealth.  The  companies  cannot  pursue  their  goals  by 

themselves  without  their  employees  or  workers  and  managers.  Human  capital 

resources are the knowledge and skills of the companies’ entire workforce (Covin and 

Slevin,  2002).  Some  scholars  (Dess  and  Lumpkin,  2001)  define  them  as  individual 

capabilities,  knowledge,  skill,  and  the  experiences  of  companies’  employees  or 

workers and managers. 

However,  only  strategic  resources  in  the  VRInS  framework  and 

financial with human capital resources without the ability of continuously learning are 

insufficient  to  sustain  the  organizational  survival,  growth,  and  performance  to 

accomplish  superior  performance  and  wealth  creation.  Organizations  which  require 

sustaining continuously their superior performance should be concerned with organizational 

learning behavior and concept to create new knowledge, information, and innovation. 

Therefore,  strategic  entrepreneurship  will  be  supported  to  fill  the  gap 

of the resource-based perspective as well. 

2.3.3.2  Strategic Entrepreneurship Perspective 

Numerous  successful  enterprises  have  implemented  strategic 

entrepreneurship to pursue their success.  

Strategic  entrepreneurship  (SE)  is  the  key  to  organizational  survival 

and  wealth  creation  for  both  advantage-  and  opportunity-seeking  behavior.  It  is  an 

integration  of  entrepreneurial  and  strategic thinking  (Ireland  et al.,  2003).  In  other 

words, the integration of entrepreneurial (opportunity-seeking behavior) and strategic 

(advantage-seeking behavior) perspectives in developing and taking actions designed 

to  create  value  and  wealth  of  companies  is  called  strategic  entrepreneurship.  SE  is 

entrepreneurial  action  with  a  strategic  perspective  (Hitt  et  al.,  2001). Strategic 

entrepreneurship  integrates  both  strategic  management  and  entrepreneurship  perspectives 

for companies’ wealth creation. 

SE  focuses  on  how  firms  adapt  to environmental  change  and  exploit 

opportunities  created  by  uncertainties  and  discontinuities  in  the creation  of  wealth 

(Hitt  and  Ireland,  2000;  Venkataraman  and  Sarasvathy,  2001).  Its  research  question 
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concerns  the  following  question:  “How  do organizations  adapt  to  environmental 

change  and  exploit  opportunity  recognition to  create  wealth  in  an  uncertain  and 

discontinuous environment?” 

SE theorists think that strategic management (SM) or entrepreneurship 

(E) alone is not able to assist companies to have a sustainable competitive advantage 

for  accomplishing  their  wealth  or  superior  performance.  Because  the  former  (SM) 

provides only advantage-seeking behavior, it means that if companies build  competitive 

advantages  by  superior  skill  but  cannot  apply  their  ability  to  identify  valuable 

entrepreneurial  opportunities,  they  will  not  sustain  their  competitiveness  or  superior 

performance. In contrast, the latter (E) provides only opportunity-seeking behavior; it 

means that if companies identify potentially valuable opportunities but cannot exploit 

these  opportunities  to  develop  a  competitive advantage,  they  will not  create  value, 

wealth, or superior performance for their stakeholders as sustainability either. 

 

 

Process of Recognition of Opportunity Behavior 

 Identify Valuable Entrepreneurial Opportunities 

 Transformation Process  

Transform  Valuable  Entrepreneurial  Opportunities  into  Action  for  Developing 

Competitive Advantage by Superior Skill 

Process of Developing Competitive Advantage Behavior 

 

Figure 2.6  Behaviors of Superior Performance Organizations: Strategic 

Entrepreneurship Perspective  

Note:  This was created by summarizing the Strategic Entrepreneurship Perspective. 

 

For  sustainable  competitive  advantage  to  accomplish  their  wealth  and 

superior  performance  as  sustainability,  companies,  (all  sizes—small,  medium,  and 

large) and all stages (birth, growth, maturity, decline, and death) should integrate both 

advantage-seeking  and  opportunity-seeking  behaviors;  that  is,  the  context  of  six 

distinct domains: 1) resources and organizational learning, 2) innovation, 3) alliances 

and networks, 4) internationalization, 5) strategic leadership, and 6) growth.  
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Therefore,  organizations  which  are  based  on  the  SE  perspective  will 

focus on following behaviors. 

1)   Newness and novelty:  in terms of renewal and innovative 

process  such  as  increasing  new  product development,  facilitating  new  business 

creation,  reenergizing  existing  operations  innovations  in  services,  channels,  brands 

(Wolcott  and  Lippitz,  2007),    reviving  declining  businesses (Cruz,  2002),  new 

processes, and new markets, and so on through organizational learning as the drivers 

of  wealth  creation  (Daily,  McDougall,  Covin and Dalton, 2002; Lumpkin and Dess, 

1996; Sharma and Chrisman, 1999; Smith and Di Gregorio, 2002 quoted in Ireland, 

Hitt and Sirmon, 2003). 

In sum, if organizations are capable of developing new working 

products  and  services  and  introducing  them to  the  market,  their  successful  strategy 

will be achieved. 

2) Competitiveness:  in  terms  of  superior  skill,  internation-

alization or a global mind-set. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.7  The Determinants of Superior Performance: The Strategic Entrepreneurship  

                   Perspective 

Note:  This was is created by summarizing the Strategic Entrepreneurship Perspective. 

Strategic Leadership 

Resources and 
Organizational Learning 

Alliances and Networks 

Innovation 

Internationalization 

Growth 

Superior 
Performance 

 

Innovativeness 

Competitiveness 

 

 



 43

2.3.3.3  Resource Dependency Perspective 

When  companies’  self-perception  is not  internally  self-sufficient,  it 

requires  their  scarcity  resources  from  the environment,  and  becomes  interdependent 

with  those  elements  of  the  environment  with  which  they  transact,  and  reduce 

uncertainty  and  dependence  (Pfeffer,  1982;  Dimaggio  and  Powell,  1983;  Scott  and 

Meyer, 1992).  

Therefore,  organizational  behavior  depends  on  externally-controlled 

because the focal organization must attend to the demands of these in its environment, 

which  provides  the  resources  that  are  necessary  and  important  for  its  continued 

organizational survival. 

If  organizations  want  to  survive,  they  should  be  able  to  acquire, 

control,  and  maintain  resources  through  the  external  network  process.  External 

networks  are  cooperative  relationships  between  companies  and  their  stakeholders, 

such  as  customers,  suppliers,  distributors  and  so  on.  Interorganizational  relations 

(IOR)  theory  proposes  six  types  of  external  networks  as  trade  association:  joint 

venture,  legal  contract,  strategic  alliance,  labor  unions,  resources,  and  information 

(Hakansson  and  Sehota,  2000).  Moreover,  the  other  popular  types  of  external 

networks are technology transfers and venture capital (Hitt et al., 2001). All of these 

networks seem to be important to companies for accessing the critical resources that 

companies  require.  Pfeffer  states  that  it  is  the  number  or  pattern  of  linkages  or 

connections between organizations which is the organizational strategic response for 

reducing the degree of uncertainty and dependency. 
 

 

 

 

 
 

Figure 2.8  The Determinants of Survival: Resource Dependency Perspective 

Note:  This model is created by summarizing the Resource- Dependency Perspective. 
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Table 2.21  Comparing Three Perspectives on Superior Performance Organization 

 

 Focus On Internal Perspective External 
Perspective 

Themes The Resource - 
Based View of the 

Firm 

Strategic 
Entrepreneurship 

Resource 
Dependency 

Central 
Argument 

How strategic 
resources of 
organizations assist 
them to consistently 
outperform other 
organizations  

How organizations 
adapt to 
environmental 
change and exploit 
opportunity 
recognition for 
creating 
organizational 
wealth in an 
uncertain and 
discontinuous 
environment 

How organizations 
attempt to manage 
environmental 
dependencies 

Key Assumptions Organizations have 
strategic resources 
which are valuable, 
rare, imperfectly 
imitable, and not 
substitutable and are 
heterogeneously 
distributed across 
competing. 
organizations.  
 

Organizations use 
both entrepreneurial 
management for 
producing 
competitiveness and 
earn above-average 
returns and an 
entrepreneurial 
mindset to capture 
the benefits of 
uncertainty for 
identifying and 
exploiting 
opportunities in the 
external 
environment. 

Organizations are 
not internally self-
sufficient; they 
require scarce 
resources from the 
environment and 
become 
interdependent with 
those elements of the 
environment with 
which they transact. 
A looser coupling 
between 
organizations and 
their environments. 
Interconnectedness, 
scarce resources, 
competing demands. 

Key Variables Strategic Resources 
which differ from 
the other 
organizations. 

Advantage and 
Opportunity Seeking 
Behavior through the 
strategic 
entrepreneurship 
dimension, external 
network, 
differentiation, 
innovation, focus, 
cost leadership. 

Interconnectedness 
or External Network. 
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Table 2.21  (Continued) 
 

Focus On Internal Perspective External Perspective 
Themes The Resource - 

Based View of the 
Firm 

Strategic 
Entrepreneurship 

Resource 
Dependency 

Superior 
Performance 

Depends on the  
strategic resources 
which are the VRInS 
framework; Value, 
Rareness, 
Inimitability, and 
Non-substitutability  

Depends on 
advantage- and 
opportunity-
seeking behavior. 

Depends on 
responsiveness to 
external demands and 
expectations 

Key Literature Barney, et al, 2001; 
Barney, 2001. 

Venkataraman and 
Sarasvathy, 2001; 
Ireland and 
Kuratko, 2001; 
Smith and 
Degregorio, 2001; 
Zahra and Dess, 
2001; Hitt, et al, 
2001; Ireland, et 
al., 2003. 

Cook, 1977; Pfeffer, 
1982; Pfeffer and 
Salancik, 1978. 
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Figure 2.9  The Determinants of Superior Performance: Integrating the Resource-Based View of the Firm, Strategic Entrepreneurship,   

                    and Resource Dependency Perspective 

Note:   This model was created by summarizing integrated the Resource-Based View of the Firm, Strategic Entrepreneurship, and Resource  

            Dependency Perspective. 
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In  conclusion,  strategic  resources  with  organization  learning,  innovation, 

internationalization, and external networks are a result of the integration between the 

resource based view of the firm, strategic entrepreneurship, and resource dependency 

perspective.  They  enable  organizations  to have  stronger  internal  ability  to  compete 

and  to  have  external  opportunities  for  sustainable  competitiveness;  as  a  result  these 

organizations are able to generate wealth and superior performance. 

 

Means 

Inside – Outside 
Internationalization – Oriented 

Strategic Resources Capacity & Collaboration 

Ends 

Inside Outside 
Key Critical Strategic 
Resources and 

Organizational Learning 
Key Critical Strategic 
Resources for pursuing 
opportunity to facilitate the 
development of sustainable 
competitive advantages 
Strategic Entrepreneurship’s 

Dimension 
1) an entrepreneurial 
mindset 

2) entrepreneurial culture 
and entrepreneurial 
leadership 

3) managing 
organizational 
resources strategically 

4) applying creativity and 
developing innovation 
Innovation  

The invention or adoption of 
something new and/or 
different 

 
 
 
 
 

External Networks 
(Cooperative Relationships, 
Alliances, Joint Ventures, 
Technology Transfers and 
Venture Capital and so on) 
For learning new 
capabilities and new 
sources of information, 
resources, markets and 
technologies 

Innovation From Inside  Outside Drive Innovation 

 

Superior 

Performance 

 

 

Sustainable 

Competitiveness 

and Wealth 

Creation 

 

 

 

 

Figure 2.10  Superior Performance Framework: Integrated the Resource-Based View  

                         of the Firm, Strategic Entrepreneurship, and Resource Dependency Perspective 

Source:  Developed from Hitt et al., 2001; Spraggon and Bodolica, 2008 
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Innovativeness 

Key Critical Strategic Resources and 
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Key Critical Strategic Resources for pursuing 
opportunity to facilitate the development of 
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Competitiveness 
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Innovation 
The invention or adoption of something new 

and/or different 

 

Figure 2.11 Superior Performance Conceptual Framework: Integrated Perspective 
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2.3.4  The Frameworks of Key Superior Performance Organizations  

 

In  the  literature,  there  are  many  frameworks  for  assessing  organizational 

superior  performance.  The  key  popularity  of  this  framework  can  be  seen  in  the 

following section in terms of the performance excellence framework. 

2.3.4.1  Maryland’s Performance Excellence Framework (source:  

               www.mpea.umd.edu) 

This  framework  was  developed  by Maryland’s  U.S.  Senators  and  the 

University of Maryland for helping Maryland organizations to achieve excellence and 

world-class results. It applies the awards process to inspire, coach, and recognize role 

model organizations for their successful implementation of systematic processes and 

achievement of outstanding results. 

The key questions of this award are as follows: 

1)  “Are you looking for a better way to lead your organization . . . 

a way to focus on customers, quality and long-term success?” 

 

Means  (a  better  way)   Ends  (high  customer  satisfaction  and  loyalty,  high 

quality, and long-term success) 

 

2)   “Would  you  like  to  move your  organization  from  being  a 

good performer to becoming a great performer?” 

 

                                                   Great Companies 

                    Good Companies 

 

3)   “Would  you  like  to  learn  how  to  use  the  management 

framework that is fast becoming the global standard for organizational excellence—a 

framework that world class organizations have been using for 20 years to evaluate and 

focus  their  efforts  on  leadership  effectiveness,  customer  and  employee  satisfaction, 

process management, and achievement of outstanding results? 

The  Baldrige  Criteria  for  performance  excellence  are  applied  in 

Maryland’s awards process. The criteria consist of seven categories in three basic groups.  
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  The first is organizational profile, which sets the context for the way in 

which organizations operate in terms of environment, relationships, and challenges. 

    The  second  is  a  system  operation  which  consists  of  operations  and 

results.  Category  1  –  3  shows  the  operations  in  terms  of  1  Leadership,  2  Strategic 

Planning, 3 Customer and Market Focus, and category 5 – 7 show the results in terms 

of 5 Workforce Focus, 6 Process Management, and 7 Results.  

    The third is system foundation, which is shown in category 4 in terms 

of Measurement, Analysis, and Knowledge Management, as can be seen in figure 2.10.  

    This framework is able to be applied to manage the overall organization in 

terms  for  example  of  business,  education, health  care,  and  government  or  nonprofit 

organizations. 

 

 

 

Figure 2.12  Criteria for Performance Excellence Framework: A System Perspective  

Source:  Maryland Performance Excellence Awards Retrieved January 1, 2008 http://  

               www.mpea.umd. edu  
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2.3.4.2  The Baldrige Quality Performance Excellence Framework 

This  is  a  non-prescriptive  framework  consisting  of  two  versions  for 

overall  and  education  criteria  for  the  performance  excellence  framework.  Both  of 

these  versions  consist  of  three  basic  groups; that  is,  1)  a  organizational  profile,  2)  a 

system operation, and 3) a system foundation, as can be seen in table 2.22. 

 

Table 2.22  Comparison between Two Versions of the Baldrige Quality Performance  

                    Excellence Framework 

 

Elements Basic Version Education Version 

1) An organizational 

profile 

environment, relationships, 

and challenges 

environment, relationships, 

and challenges 

2) A system operation  

Operations  

 

1 Leadership, 2 Strategic 

Planning, and 3 Customer 

and Market Focus 

1 Leadership, 2 Strategic 

Planning, and 3 Student, 

Stakeholder, and Market 

Focus 

Results 5 Workforce Focus,                  

6 Process Management, and     

7 Results 

5 Faculty and Staff Focus,         

6 Process Management, and      

7 Organizational Performance 

Results 

3) A system 

foundation 

4 Measurement, Analysis, 

and Knowledge Management

4 Measurement, Analysis, 

and Knowledge Management 
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๒๙ มีนาคม ๒๕๔๘ แนะนํา Baldridge Criteria For 
Performance Excellence

72

Baldrige Education Criteria for Performance Excellence Framework: A System Perspective

 
 

Figure 2.13  Criteria for Education Performance Excellence Framework: A System  

                     Perspective  

Source:  Baldrige National Quality Program, 2007 

 

2.3.4.3  The European Foundation for Quality Management Model:  

             EFQM Model 

This  framework  is  the  European  Quality  Award  for  assessing 

organizational  excellence  performance.  It is  a  non-prescriptive  framework  based  on 

two groups in nine criteria.  

The first groups are five dimensions of “Enablers;” that is, 1) Leadership, 

2) People, 3) Policy and Strategy, 4) Partnerships and Resources, and 5) Processes.  

The second groups are four dimensions of “Results;” that is, 1) People 

results, 2) Customer results, 3) Society results, and 4) Key performance results. 

The “Enablers” criteria cover what an organization does. The “Results” 

criteria cover what an organization achieves. “Results” are caused by “Enablers” and 

“Enablers” are improved using feedback from “Results.” 

There  are  many  approaches  to  achieving  sustainable  excellence  in  all 

aspects  of  performance.  This  model  is  based  on  Excellent  results  with  respect  to 

Performance,  Customers,  People,  and  Society  and  are  achieved through  Leadership 



 53

driving  Policy  and  Strategy;  that  is  delivered  through  People,  Partnerships  and 

Resources,  and  Processes.  The  dynamic  nature  of  this  model  shows  innovation  and 

learning assistance to improve enablers that in turn lead to improved results. 
 

 

Figure 2.14  Performance Excellence Framework of the EFQM Excellence Model 

Source:  www.efqm.org, 2008 

 

2.3.4.4  The Dynamic Multidimensional Performance Model (DMP)  

             (Maltz,  2001) 

The  Dynamic  Multidimensional  Performance  Model  (DMP).  It  was 

developed  by  studying  five  relevant  research  streams: corporate  entrepreneurship, 

strategy, process and product development, marketing, and economics/finance. All of 

them are able to contribute to the development of a more dynamic, multidimensional 

model. This model consists of five dimensions: Financial, Market/Customer, Process, 

People Development, and Future. The research question of this study is how to assess 

the  organizational  success  of  commercial  firms.  The  findings  suggest  that  organizational 

success  is  indeed  multi-dimensional  and  cannot  be  defined  by  a  limited  number  of 

variables.  Organizations  need  many  measures  in  order to  assess  organizational  success 

and there are twelve baseline success measures that may be applicable to many firms.  
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2.3.4.5  The  Five  Dimensions  Model  of  the  Dow  Jones  (Dow  Jones 

Sustainability Indexes, 2007) 

There  are  five  dimensions  to  pursue  leading  sustainability  organizations 

(Dow Jones Sustainability Indexes, 2007) as follows: 

1)   Strategy:  Integrating  long-term  economic,  environmental,  and 

social aspects in their organizational strategies, while maintaining global competitiveness 

and brand reputation 

2)   Financial:  Meeting  shareholders'  demands  for  sound  financial 

returns,  long-term  economic  growth,  open communication  and  transparent  financial 

accounting  

3)   Customer and Product: Fostering loyalty by investing in customer 

relationship  management  and  product  and  service  innovation  that  focus  on 

technologies and systems, which use financial, and natural and social resources in an 

efficient, effective, and economic manner over the long-term  

4)   Governance  and  Stakeholder:  Setting  the  highest  standards  of 

corporate  governance  and  stakeholder  engagement,  including  corporate  codes  of 

conduct and public reporting 

5)   Human:  Managing  human  resources  to  maintain  workforce 

capabilities  and  employee  satisfaction  through  best-in-class  organizational  learning 

and knowledge management practices and remuneration and benefit programs. 
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Figure 2.15  Five Major Dimension to Pursue Leading Sustainability Organizations 

Source:  Adapted from Dow Jones Sustainability Indexes, 2007.  
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Table 2.23  Comparison Key Organizational Performance Excellence Framework  

 

Frame 
work 

The Maryland’s  The Baldrige Quality’s  The EFQM 
Excellence 
Model 

The DMP  The Dow 
Jones Model 

7’s McKinsey  Superior 
Performance 
Dimensions 

Strategic 
Planning 

Strategic 
Planning 

Strategic 
Planning 

Policy and 
Strategy 

Financial   Strategy  Strategy Strategy 

Process 
Management, 
Measurement, 
Analysis, and 
Knowledge 
Management 

Process 
Management, 
Measurement, 
Analysis, and 
Knowledge 
Management 

Process 
Management, 
Measurement, 
Analysis, and 
Knowledge 
Management  

Process   Structure Structure 

Environment, 
Relationships, 
and Challenges  

Environment, 
Relationships, 
and Challenges  

Environment, 
Relationships, 
and Challenges  

Processes 

Future  Governance   Shared Value Culture 

Leadership, 
Workforce Focus 

Leadership, 
Workforce Focus 

Leadership, 
Faculty, and Staff 
Focus 

Leadership 
Partnerships, 
and People 

People 
Development 

Human 
Stakeholders 

Staff People 

 
 
 
 
 
 
 
 
Means 

Customer and 
Market Focus 

Customer and 
Market Focus 

Student, 
Stakeholder, and 
Market Focus 

Resources  Customer, and 
Market Focus 

Financial, 
Customer, and 
Product Focus 

System, Style, 
Skill 

Professionaliz
ed Systematic 
Management 
Market - 
Based  

Ends  Excellence 
Performance 

Excellence 
Performance 

Excellence 
Performance 

Excellence 
Performance 

Excellence 
Performance 

Sustainability 
Organization 

- Superior 
Performance 
Results 
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In conclusion, from reviewing excellence performance in the literature, it can 

be  seen  that  the  organizational  superior  performance  framework  consists  of  two 

groups; that is, means in terms of strategy, structure, culture, people, professionalized 

systematic  management  market-based,  and  ends  or  results  in  terms  of  excellence  or 

superior performance results. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.16  Key Organizational Superior Performance Framework: Integrated  

                     Perspective 

Note:  This model was created by summarizing integrated key organizational  

            performance excellence framework. 

 

2.3.5  The Key Characteristics of Superior Performance Organization  

Peters and Waterman’s study of successful organizations (1982) indicates that 

eight  different  characteristics  show  fundamental  distinctions between  traditional 

organizations and excellent corporate as follows: 

First, the excellent corporate are biased toward action, “read, fire, aim,” and 

act quickly. 
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Second, they stay close to the customers and their need. 

Third,  productivity  through  people  is  championed  over  cost  controls  by 

controlling  people.  Efficiency,  quality,  and  budgetary  limitations  are  obtained  by 

training and developing people rather than adopting a theory X approach that requires 

managers to see employees as the problems. 

Fourth, autonomy and entrepreneurship through the use of independent units 

and teams replaced the top-down control. 

Fifth,  the  companies  are  hands-on,  value  driven  instead  of  depending  on 

remote control measures such as policy manuals. 

Sixth,  they  stick  to  knitting,  which  means  concentrating  on  their  primary 

business or area of expertise rather than diversifying. 

Seventh, simple form and a lean staff with few administrative levels replace 

the  tendency  toward  layering  with  a  tolerance  for  differences  in  employees  and 

actions. 

Finally, they exhibit simultaneous loose-tight properties. 

In  brief,  the  excellent  companies  are  highly  innovative,  employee-oriented, 

customer-oriented, professional-oriented, and dynamic. 

All  of  these  statements  remain  generally  valid  today  with  the  important 

limitation that mimicry rarely yields the same results  

Edgeman et al. (as cited in Edgeman and Hensler, 2001) state that organizational 

excellence (OE) is an overall way of working that balances stakeholder interests and 

increases  the  likelihood  of sustainable  competitive  advantage  and  hence  long-term 

organizational  success  through  operational,  customer-related,  financial,  and  marketplace 

performance excellence.  

The study of Jones (2005) supports some of these conclusion by describing the 

key  characteristics  of  high-  performance environments,  including leadership  roles, 

adaptability and proactiveness, innovation and quality-orientation, empowerment and 

well-being, and vision and achievement.   

Jones  (2005)  provide  and  describe  key characteristics  of  high-performance 

environments as follows: 

1)   Leadership Roles, not only in the leaders of organization but also in 

every person of the organization  
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2)   Adaptability  and  Proactiveness  can  respond  to  changing  demands 

both quickly and with minimum fuss.  

3)   Innovation  and  Quality-orientation,  a  focus  on  staying  ahead  and 

setting goals around innovation 

4)   Empowerment  and  Wellbeing,  the  organization  cares  for  its 

performers so that they feel valued and care about the organization’s fate.  

5)   Vision  representing  a  vision in  the  conventional  sense  but 

articulated in a very concrete, overall-performance sense, and  

6)   Achievement,  representing  ongoing  performance  that  is  measured 

against  traditional  numerical  targets  and  successes,  but  is  also  measured  against 

achieving quality in the delivery 

In this study, they emphasize the importance of the Leaders’ roles in leading 

organizations  to  generate  high  performance results  and  high  performance  culture  as 

follows: 

Leaders  have  never  been  more  visible  than  in  today’s  highly-pressurized 

business environment. The inevitable scrutiny they are under makes for a potentially 

stressful job. 

Leaders are people who thrive on pressure, being able to frame and respond to 

challenges in a positive way.  

Leaders  not  only  recognize  their  leadership  but  also  embrace  and  foster 

internal leadership capability at all levels of the organization. 

Leaders are responsible and focus on providing an environment in which their 

performers  can  also  thrive.  The  job  of  the  leader  is  to  enable  the  organization’s 

‘‘real’’ performers to deliver. 

De  Waal  (2007)  states  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,  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  suggests  that  there  are many  definitions  of 

achievements or attributes of a high performance organization in the current business 

literature,  such  as  strong  financial  results,  satisfied  customers  and  employees,  high 
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levels  of  individual  initiative,  productivity  and  innovation,  aligned  performance 

measurement and reward systems, and strong leadership (Epstein, 1997 quoted in De 

Waal, 2007). 

In addition, an HPO in De Waal’s themes is able to achieve sustained growth. 

Its  financial  performance  is  better  than  its  peer  group  over  a  period  of  at  least  five 

years. Indeed, an HPO has a great ability to adapt quickly to change, has a long-term 

orientation,  has  management  processes  are integrated,  and  the  strategy,  structure, 

processes,  and  people  are  aligned  throughout  the  organization,  focusing  on 

continuously improving and reinventing its core capabilities and spending much effort 

on developing its workforce. 

De  Waal  proposes  a  framework  with  eight  factors  influencing  high 

performance in following figure (2.17): 
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Figure 2.17  A High Performance Organization’s Characteristics  

Source: Developed from Framework with the Eight Factors Influencing High Performance of De Waal, 2007. 
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  Table 2.24  A High Performance Organization’s Characteristics: Major and Minor Characteristics 

Major Characteristics Minor Characteristics 
External Orientation 
 

• Continuously strives to enhance customer value creation 
• Maintains good and long-term relationships with all stakeholders 
• Monitors the environment consequently and responds adequately 
• Chooses to compete and compare with the best in the marketplace 
• Grows through partnerships and being part of a value-creating network 
• Only news businesses that complement the company’s strengths 

Organization Structure  

• Organizational Design  • stimulates cross-functional and  cross-organizational collaboration; simplifies and flattens the 
organization; fosters organization-wide sharing of information; knowledge and best practices; 
immediately realigns the business with changing internal and external circumstances 

• Strategy 
 
 
 
 

• a  strong  vision  that  excites  and  challenges;  balances  long-term  focus  and  short-term  focus; 
sets  clear;  ambitious;  measurable  and  achievable  goals;  creates  clarity  and  a  common 
understanding  of  the  organization’s  direction and  strategy;  aligns  strategy;  goals;  and 
objectives  with  the  demands  of  the  external environment;  particular  in  customers’  need; 
adopts the strategy that will set the company apart 

• Process Management 
 
 
 

• Designs good and fair reward and incentive structure, continuously simplifies and improves 
all  the  organization’s  processes;  measures  what  matters;  reports  to  everyone  financial  and 
non-financial  information  needed  to  drive  improvement;  continuously  innovates  products; 
processes; and services; strives to be a best practice organization; creates highly interactive 
internal  communication;  deploys  resources  effectively;  strives  for  continuous  process 
optimization 

• Technology • Implements flexible ICT systems throughout the organization, applies user-friendly ICT-tools 
to increase usage 

62
 



 63

Table 2.24  (Continued) 

 

Major Characteristics Minor Characteristics 
Organizational Culture  

• Leadership 
 
 
 
 
 
 

• Maintains  a  trust  relationships with  others  on  all  levels;  live  with  integrity  and  lead  by 
example;  apply  decisive,  action-focused  decision-making;  coach  and  facilitate;  stretch 
themselves  and  their  people;  develop  an  effective;  focused  and  strong  management  style; 
allow  experiments  and  mistakes;  inspire  people  to  accomplish  extraordinary  results;  grow 
leaders  from  within;  stimulate  change  and  improvement;  assemble  a  diverse  and 
complementary management team and workforce; are committed to the organization for the 
long haul; are confidently humble; hold people responsible for results and are decisive about 
non-performers 

• Individuals &Roles 
 
 

 

• Creates a learning organization; attracts exceptional people with a can-do attitude who fit the 
culture; engages and involves the workforce; creates a safe and secure workplace; masters the 
core competencies and is an innovator in them; develops people to be resilient and flexible; 
aligns employee behavior and values with company values and direction 

• Culture • Empowers  people  and  gives  them  freedom  to  decide  and  act,  establishes  clear;  strong  and 
meaningful  core  values;  develops  and  maintains  a  performance-driven  culture;  creates  a 
culture  of  transparency;  openness  and  trust; creates  a  shared  identity  and  a  sense  of 
community 

 

Source : Developed from De Waal, 2007. 
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In  addition,  Uree  Cheasakul  (2001)  indicates  that  superior  performance  is 

based  on  the  internal  fit  of  business  owners,  strategy,  structure and  technology  in  a 

rival-free environment. She found that Business Owners’ Characteristics in terms of 

gender, risk-taking behavior, educational background, and age of business owner are 

affected to superior performance in terms of strong average of three years profitability 

ratios results. It is supported by statistical significant. The business owner is the key 

factor influencing other independent variables. Not only individual strategic choice in 

terms  of  differentiation,  and  individual  structure  in  terms  of decentralization  and 

formalization, affect superior performance, but also both of them in terms of strategy-

structure are related to superior performance. Indeed, choice of technology in terms of 

fully automated and sophisticated technology relates to superior performance. All of 

these statements which are mention before being supported by statistical significant, 

to, as can be seen in bold font in figure 2.18. 



 65

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Means Ends 

Superior Performance 
• Strong Average of 
Three Years 

Profitability Ratios: Net 
Profit Margin, ROA, 

and ROE. 

Business Owners’ Characteristics 
Gender and Value of Management 
 Superior Performance 

Commitment and Risk Taking 
Behavior: Male > Female 
Strong Average of Three Years 
Profitability Ratios: Female > Male 
Educational Background  
Superior Performance 
Age of Business Owner  Superior 
Performance 
Strong Average of Three Years 
Profitability Ratios: Younger > Older 
 
 

   Figure 2.18  Superior Performance Organizations’ Characteristics  

   Source:  Developed from Uree Cheasakul, 2001. 
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• Firms’ Divisions, Departments, Product lines 
• Size By Number of Employees 

• Strategic Choice (Differentiation, Cost 
Leadership, and Focus Strategy)   Superior 
Performance  
• Structure (Complexity, Decentralization, 
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Combination of machine and labor, Labor only) 
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 A homogenous sample: A Food Industry  To Control the confounding effects from other external variables in order to be 

                                                                         sure that internal factors are the main effects of the dependent variable
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Rogers  and  Blenko  (2006)  stated  that  the  high  performance organization  depends  on  leadership,  accountability,  people, 

execution,  and  the  cultural  dimension  as  seen  in  the  following  table  2.25;  that  is,  clear  vision and  priorities  of  leadership, clear 

decision roles of accountability, measures focused on what matters, superior capabilities and execution, and high performance culture. 

Table 2.25  Superior Performance Organization’s Characteristics of Rogers and Blenko’s Perspectives 

Dimensions  Content  Under 
performing 

Satisfactory Out 
performing 

 

Vision & priorities  Blurred vision    Clear vision and 
priorities 

Leadership 

Leadership  Uncoordinated 
leadership 

   Cohesive leadership 

Decision roles & 
accountabilities 

Confused decision 
roles 

   Clear decision roles Accountability 

Structure Misaligned structure     Structure aligned 
with value 

Right People, Right 
Jobs 

Deficient talent    Deep and well deploy 
talent 

People 

Measures & 
Intensives 

Inadequate measures     Measures focused on 
what matter 

Mission Critical 
Frontline Activities 

Poor capabilities and 
execution 

   Superior capabilities 
and execution 

Execution 

Back office G&A  Bloated G&A    Effective and 
efficient G&A 

Performance 
Culture 

Low Performance 
Culture 

   High performance 
culture 

Culture 

Capacity to change  Change Paralysis    Making change 
happen 

 

Source:  Bain and Company High Performance Organization Database (n=365) 
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Figure 2.19  The High-Performance Organization Diagnostic/Change Model 

Source:  Developed from Pickering, 2007. 

 

Pickering (2007: 128 - 129) states the HPO Model which is a classic systems 

model  of  input,  throughput,  output,  and  feedback.  The  HPO  model  of  Pickering 

moves  from  the  three  conceptual  change  levers  of  leadership,  vision  and  values, 

through  the  three  applied  levers  of  strategy,  structure,  and  systems,  to  impact 

organizational  performance.  There  is  also  a  feedback  loop  to  the  organization’s 

environment,  which  is  critical  for  securing  the  support  of  those  outside  the 

organization for the continued efforts to improve performance. 

In addition, Light (2005) states that creating high performance is “easier said 

than  done”  in  the  world  of  dynamic  environments.  The  four  pillars  of  high 

performance  of  Light’s  study  are  a  set  of central  truths  about  alertness,  agility, 

adaptability, and alignment. In this study, light explains that high performance is how 

to  achieve  and  sustain  it.  Organizations achieving  high  performance  are  said  to  be 

“robust,”  which  are  alert  to  change,  agile in  deployment,  adaptive  in  practice,  and 

aligned in purpose. The four pillars of high performance can also be referred to as the 

components  of  robustness  in  an  organization.  All  four  pillars  of  robustness  are 
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essential for high performance under external instability. Alertness signals the need to 

adjust;  agility  provides  the  speed  to  adjust;  adaptability  provides  new  strategies  and 

products to hedge against vulnerabilities and shape a hoped-for future; and alignment 

assures that the organization acts as a whole. 

 

Table 2.26  A High Performance Organization’s Characteristics: Integrated  

                    Perspective 

 

Means = The Characteristics of Managerial Dimensions 

Strategic Leadership 
Level 

• Vision and Achievement, Leadership Roles 

Structure • Speedy, Dynamic, Flexibility, Decentralization and 
Trust-Oriented 

• Adaptability and Proactiveness, and 
•  Professional-Oriented  

Culture • Empowerment and Wellbeing 
• Autonomy and Entrepreneurship, Innovativeness  
• Internationalization 
• Quality-Oriented and Customer-Oriented 

Strategic Resource • Financial-Oriented 
• Employee-Oriented  

 
Ends = Achieving Superior Corporate Performance  

Financial Perspectives Strong Financial Results 
Social Perspectives Satisfied Customers and Employees, High Levels of 

Individual Initiative, Productivity and Innovation, Aligned 
Performance Measurement and Reward Systems, and 
Strong Leadership 

 

Note:  This was is created by summarizing integrated key the high-performance  

            organization framework. 
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2.3.6  Superior Corporate Performance Measurement 

Schwab  (1980)  (quoted  in  Podsakoff, Shen  and  Podsakoff,  2006).  states  that 

establishing  the  validity  of the  measures  of  hypothetical  constructs  is  critical  to  the 

development of the social sciences Traditional researchers in the social sciences treat 

the relationship between a “construct” and its measures on the basis of classical test 

theory. The basis of classical test theory assumes that each measure is a reflection or 

manifestation  of  the  underlying  “construct,”  so  these  measures  are  referred  to  as 

‘‘reflective’’  measures  of  the  “construct”  (Fornell  and  Bookstein,  1982)  and  the 

“construct”  is  referred  to as  a  ‘‘latent’’  variable (MacCallum  and  Browne,  1993 

quoted in Podsakoff et al., 2006).  

However,  some  measures  may  actually  be  determinants  or  causes  of  a 

construct,  rather  than  manifestations of  it  (Bollen  and  Lennox,  1991;  Edwards  and 

Browne, 1993 and Bagozzi, 2000; MacCallum 1993 quoted in Podsakoff et al., 2006). 

These measures are referred to as the ‘‘formative’’ measures of the construct (Fornell 

and  Bookstein,  1982),  and  the  construct  is referred  to  as  a  ‘‘composite’’  variable 

(MacCallum and Browne, 1993 quoted in Podsakoff et al., 2006). 

 

Table 2.27  A Comparison between the Reflective and Formative Indicator Model  

 

Reflective Indicator Model Formative Indicator Model 

 

уi = λ i ŋ + ε i, i = 1,…, n 

 

уi  is  the  ith  reflective  measure, ŋ  is  the 

construct, λ I  is  the  effect  of  the 

construct ŋ  on уi,  ε  i is  measurement 

error specific to уi, and n is the number 

of reflective measures used to assess the 

construct  

                             n 
Ŋ = Σ γ i X i + ζ 

                                         i = 1 

Ŋ  is  the  construct,  n  is  the  number  of 

formative  measures  used  to  assess  the 

construct, γ i is the parameter estimate of 

weight reflecting the contribution of X i to 

the  construct Ŋ,  X I  is  the  ith  formative 

measure, and ζ is the disturbance term  

 

Source:  Bollen and Lennox,1991 quoted in Podsakoff et al., 2006. 

               Bollen and Lennox, 1991; Edwards and Bagozzi, 2000 MacCallum and  

               Browne, 1993 quoted in Podsakoff et al., 2006. 
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             Reflective Indicator Model                       Formative Indicator Model 

 

 

 

(Bollen and Lennox, 1991 quoted in 

Podsakoff et al., 2006) 

(Bollen  and  Lennox,  1991  Edwards  and 

Bagozzi; 2000 MacCallum and Browne,  

1993 quoted in Podsakoff et al., 2006) 

 

Figure 2.20  Illustrations of the Reflective Indicator Model and Formative Indicator  

                     Model  

Source:  Develop from Podsakoff et al., 2006.  

 

Podsakoff et al. (2006) believe that firm performance is the best example of a 

strategy  construct  that  should  be  modeled  as  having  formative  indicators.  In  the 

literature,  firm  performance  is  arguably  the  most  important  construct  in  the  field  of 

strategic  management.  It  is  at  the  very heart  of  strategic  management  research; 

however,  there  is  little  consensus  regarding  how  best  to  measure  this  construct. 

Indeed,  it  is  difficult  to  absolutely  clarify  the  determinant  variables  which  are 

explicitly suitable for predicting and determining superior organizational performance. As 

a  result,  in  the  literature  of  management  and  organization,  numerous  researchers, 

theorists, and consultants have attempted to identify them, and many measures have 

been developed and used in previous literature. 

A  comprehensive  review  of  Podsakoff  et  al.  (2006:  242)  illustrates  that  firm 

performance is observed as the dimensions of both financial and social performance. 

It should concern financial performance and stakeholder perspective in terms of social 

performance, such as its impact on the well-being of employees, customers, suppliers, 
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and the environment (see figure 2.20). In the literature (Freeman, 1984; Gerloff, 1985; 

Kaplan  and  Norton,  1996;  EFQM,  2003;  BNQP,  2008),  the  popular  approaches  for 

measuring  superior  performance  is  benchmarking  with  competitors  and  average 

industry  in  terms  of  financial  and  non-financial  superior  performance  perspectives. 

That  is,  superior  performance  is  measured  by  including  the  dimensions  of  both 

financial  and  social  performance,  as  can  be  seen  in  Figure  2.20.  All  of  these 

dimensions  concern  organizations’  profitability  and  stakeholders’  expectations,  as 

Laplume,  Sonpar  and  Litz  (2008)  state  that  firm  performance  is  an  outcome  of 

stakeholder management. 
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Figure 2.21  General Conceptual Models of Firm Performance Dimensions and Measures 

Source:  Adapted from Podsakoff et al., 2006.  

Financial 
Performance

Social 
Performance

Stock – Market 
Performance 

Accounting 
Performance

Philanthropic 
Performance

Environmental 
Performance

Employee 
Performance

Customer 
Performance

Jensen’s 
Alpha 

Treynor’s 
Measure 

Sharpe’s 
Measure 

ROA

ROS

ROI

Customer 
Satisfactio

Customer 
Retention 

   

Firm Performance

 
72 



 73

2.3.6.1  Financial Performance Dimensions 

The financial ratio series is a key popular measurement in terms of the 

financial  performance  dimension.  These  ratios  are  divided  into  six  groups:  the 

CAMELS  Approach  in  terms  of  Capital  Adequacy,  Asset  Quality,  Management 

Quality, Earnings Quality, Liquidity, and Market Sensitivity.  

Schuler and Cording (2006: 540) state that a firm’s profitability, market 

value, and growth are a normal corporate financial performance measure. Indeed, in 

the  literature  and  in  practice,  there  are  four  common  types  of  financial  ratios  which 

numerous financial analysts apply to assess the performance of a business or project 

in building or interpreting the results of a financial model. They are Return on Assets: 

ROA,  Return  on  Investment:  ROI,  Return  on  Capital  Employed:  ROCE,  Operating 

Margin:  OM,  Asset  Turnover:  AT,  and  Return  On  Equity:  ROE,  as  can  be  seen  in 

table 2.28.  
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Table 2.28  Four Common Types of Financial Ratios in the Literature of Performance Measures 

Variables Meaning Measures Interpretation 

ROA 

 

This ratio provides an indication of how 

effectively a business is in utilizing its 

investments in assets. It measures the 

overall effectiveness of management in 

generating profit with its available assets.  

=Net income / Average assets  The Higher, The 

Better  

ROCE This ratio provides information about how 

much profit we earn from the investments 

the shareholders have made in their 

company. 

= Net profit/ capital employed 

Capital employed = (total assets) or (fixed 

assets + current assets-current liabilities) or 

(ordinary share capital + reserves + preference 

share capital + minority interest + provisions + 

total borrowings - intangible assets) or (total 

fixed assets + current assets - current liabilities 

+ long term liabilities + provisions) or (fixed 

assets + current assets-creditors + provisions) 

The Higher, The 

Better 

OM 

 

A  good  high-level  indicator  of  profitability 

and profit potential  

=EBIT  /  Sales  

 

The Higher, The 

Better 
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Table 2.28  (Continued) 

 

Variables Meaning Measures Interpretation 

AT 

 

This ratio provides a further indication of 

the effectiveness of capital/asset utilization 

and the relative “capital intensity” of a 

business. 

=Sales  /  Average assets The Higher, The 
Better 

ROE This ratio measures the rate of return on the 

ownership interest (shareholders’ equity) of 

the common stock owners. It measures a 

firm’s efficiency at generating profits from 

every dollar of net assets, and shows how 

well a company uses investment dollars to 

generate earnings growth. 

=Net  Margin  *Assets  Turnover  *Leverage 

Factor 

= (NI/Sales)*(Sales/Assets)*(Assets/Equity 

Capital) 

=(Sales)(Production) (Leverage Factors 

(Liabilities)) 

The Higher, The 
Better 

75 
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Even  though  financial  ratios produce  information  about  a  company’s 

performance,  there  are  some  important  limitations,  so  when  using  these  ratios, 

analysts should be carefully concerned about their limitations, as follows: 

1)  Ratio analysis is a retrospective, not prospective examination.  

2)  Ratio analysis is based on accounting data not economic data.  

3)  Ratios do not capture significant off-balance sheet items.  

4)  Basic ratios can be manipulated through acceptable 

alterations of accounting policies.  

5)  Financial statement accounts reflect historical cost, not 

necessarily current economic value.  

6)  Cash flow measures have been proven to be more closely 

correlated with stock price movement than income-based measures.  

 

Table 2.29  Limitations of Common Financial Ratios 

 

Limitations’ Issues ROA ROE ROI ROCE 
Profit 

Margin 

There is no consideration about opportunity 

cost or risk 
x  x  X  x  x 

Often mislead managers to slash assets 

rather than to invest 
x  x  X  x    

Ignore cost of capital investments required 

to generate earnings 
   x       x 

Difficult to compare with other 

opportunities when used in isolation 
x  x  X  x  x 

May be affected by financing decisions 

such as tax implications of interest on debt, 

dividend  policy, and so on 

   x  X  x    

 

Source:  Limitations of Financial Ratio Analysis. On line Available:  

               http://www.financialmodelingguide.com/financial-ratios/financial-ratio- 

               limitations/ 
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In addition, other key financial measures follow in table 2.30. 

 

Table 2.30  Profitability Measures and Credit Assessment  

 

Profitability Ratios Credit Assessment 

-ROSF:  Return  on  shareholder’s  funds  (profit 

before tax divided by shareholders funds)  

-ROCE:  Return  on  capital  employed  (profit 

before tax divided by net assets) 

-ROA:  Return  on  total  assets  (profit  before  tax 

divided by total assets) These measures show the 

return  earned  by  the  organization  on  the  equity 

funds  invested  by  its  shareholders,  the  upstream 

investors. 

-QuiScore of Qui Credit Assessment 

Limited formula. The calculation is based 

on a statistical analysis of a random 

selection of companies, and identifies 

those factors which combine to give the 

greatest predictive power of business 

success or failure. 

-Current Ratio (current assets divided by current 

liabilities) or working capital ratio 

-Liquidity  Ratio  (current  assets  less  stock, 

divided by current liabilities) or acid test or quick 

ratio These measures show measure the ability of 

the  organization  to  meet  its  short-term  liabilities 

from its short-term assets. 

 

-Gearing  Ratio  (long-term  liabilities  plus  short-

term  loans  and  overdrafts  divided  by  share 

capital  plus  reserves)  These  measures  show 

measure the ability of the organization to meet its 

short-term commitments. 

 

-Solvency Ratio (takes share capital and reserves 

divided  by  fixed  plus  current  assets)  -Interest 

Cover  (profit  before  interest  divided  by  interest 

paid) 

 

 

Source:  Adapted from Investor and Investee’s Profitability Ratio and Credit  

               Assessment by Smith, 2004. 
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Combs,  J.  G.,  Crook,  T.  R.  and  Shook,  C.  L.  (2005)  have  studied  the 

dimensionality  of  organizational  performance  and  its  implications  for  strategic 

management research. Their results are that key organizational performance measures 

classified  by  frequency  in  the  literature  are  divided  into  four  groups:  1)  Accounting 

returns 52%, 2) Growth 17%, 3) Stock market 11%, 4) Other 9%, 5) Survival 6%, and 

6) Hybrids 5% (see figure 2.21). 

 

1) Accounting Returns 52%  2) Growth 17%  3) Stock Market 11% 

Return on assets  

Return on sales 

Return on equity 

Return on investment 

Operating margin  

Net income 

Profit scale 

Combined accounting 

measures 

Cash flow/assets  

Earnings per share 

Net income/employees  

Cash flow/sales 

Sales  

Profit  

Market share  

Employment 

Growth scale  

Assets  

Earnings per share (EPS) 

growth 

Stock returns  

Market to book value 

(Tobins Q) 

Jensen  

Sharpe 

Treynor  

Security analyst 

assessments 

4) Other 9% 5) Survival 6%  6) Hybrids 5% 

Market share Failure 

Bankruptcy 

Growth/market share 

scale Financial/growth 

scale  

Stock price/earnings 

(P/E) Overall 

performance scale Cash 

flow/market value 

 

Figure 2.22  Organizational Performance Measures in the Literature 

Source:  Combs, Crook and Shook, 2005. 
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Table 2.31  Three Common Types of Stock Market Performance 
 

Variables Measures Meaning 

is Ri – RFRi /σi.  The 

Sharpe 

ratio 

where  Ri  is  the  stock’s  return,  RFRi  is  the  risk-

free rate on U.S. Treasury Bills, and σi is the stock’s 

price variance. 

is αi from the regression equation Ri =αi + 

βi(Rm), 

Jensen’s 

alpha 

where  Ri  is  the  stock’s  return  and  Rm  is  the 

market’s overall return. 

is Ri – RFRi / βi,  The 

Treynor 

index 

where βi is the stock’s price variance relative to 

the market variance as calculated in the same 

regression equation used to calculate Jensen’s 

alpha. 

 

measures reflect 

the stock market 

return of a stock 

over some 

period of time 

relative to the 

stock’s risk 

 

However, employing only financial indicators to measure the performance 

of  organizations,  both  public  and  private,  may  be  questionable  for  many  reasons 

because of their key limitations in terms of past data, information, and situations from 

which  it  may  be  difficult  to  clearly  predict  the  future  (Duryee  1994  Helfert  1994 

quoted in Uree Cheasakul, 2001). There are different purposes, types, sizes, styles and 

objectives of organizations, so only measuring performance only by financial indicators 

is not sufficient; other different indicators reflecting performance are required, such as 

social indicators. 

2.3.6.2  Social Performance Dimension 

The  social  performance  of  an  organization  is  the  relationship  of  the 

organization  with  its  clients  and  with  other  stakeholder  groups (Zeller,  M.,  Lapenu 

and Greeley,  2003). It is not equal to social impact, such as the change in welfare and 

quality of life among clients and non-clients due to the activities of an organization. 

The  measurement  of  social  performance  involves  investigating  the  structure  of  an 

organization  in  terms  of  its  mission,  ownership,  management  principles,  relation  to  and 
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care  for  its  staff,  and  its  conduct  in  the market,  local,  and  wider  community  from 

services,  products,  market  behavior,  and other  relations  with  clients  and  other 

stakeholders.  Schuler  and  Cording  (2006)  define  social  superior  performance  as  a 

voluntary business action that produces social (third-party) effects. 

 

Table 2.32  Social Performance Measures 

 

Variables Measures 

Diversity 1. Existence of equal opportunity policies or programs 

2. Percentage of senior executives who are women 

3. Percentage of staff with disabilities 

Unions / 

Industrial 

Relations 

 

1. Percentage of employees represented by independent trade union organizations or 

other bona fide employee representatives 

2. Percentage of employees covered by collective bargaining agreements 

3. Number of grievances from unionized employees 

Health and 

Safety 

 

1. Evidence of substantial compliance with International Labor Organization 

2. Guidelines for Occupational Health Management Systems 

3. Number of workplace deaths per year 

4. Number of workplace ill per year 

5. Percentage of budget on health and safety  

6. Existence of well-being programs to encourage employees to adopt healthy 

lifestyles 

7. Percentage of employees surveyed who agree that their workplace is safe and 

comfortable 

Child labor 

 

1. Number of children working 

2. Whether contractors are screened or percentage screened for use of child labor 

Community 

 

1. Percentage of pre-tax earnings donated to the community 

2. Involvement and/or contributions to projects with value to the greater community 

such as support of education and training programs, humanitarian programs, and so on 

3. Existence of a policy encouraging use of local contractors and suppliers 

 

Source:  Combining Guided by Values: The VanCity Social Report (1998/99)  

               http://www.vancity.com/downloads/2592_1998socialreport.pdf and Global  

               Reporting Initiative’s Draft. 2002 .Sustainability Reporting Guidelines.;  

                People, planet and profits, The Shell Report 2001. (www.shell.com/shellreport) 
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Carmeli and Tishler (2006) apply seven measures of firm performance 

concerned  with  financial  and  social  performance,  such  as  annual  revenue  growth, 

return on sales, return on equity, liquidity soundness, market share change, customer 

satisfaction, and quality of products and services.  

Indeed,  the  popular  classic  model of  Robbin  (1989),  which  concerns 

the  expectations  of  the  various  powerful  interest  groups  that  gravitate  around  the 

organization,  shows  that  the  more  the  interest  group’s  satisfaction,  the  greater  the 

effectiveness and survival of the organization.  

 

 

 

Figure 2.23  Stakeholder Map 

Source: Developed from Freeman, 1984 quoted in Key, 1999: 320. 

 

There are many interest groups or stakeholders of organizations 

(Allen  and  Gale,  2002).  They  can  be  classified  into  three  groups:  1)  internal 

stakeholders  (IN)  in  terms  of  managers  and  employees;  2)  external  primary 

stakeholders  (EPS)  in  terms  of  shareholders,  customers,  suppliers,  community,  and 

public  agencies  of  government  regulators; and  3)  external  secondary  stakeholders 

(ESS)  in  terms  of  the  media  and  special interest  groups  such  as  environmental 

nongovernmental  organizations  (ENGOs).  These  different  interest  groups  have 

different requirement as can be seen in table 2.33.  
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ESS 

EPS 
EPS 

EPS 

EPS 

EPS 
EPS 

IN 

IN 

EPS 

ESS 
EPS 
EPS 

EPS 

EPS 

EPS ESS 

EPS 



 82

Table 2.33  The Different Requirements of Stakeholders in Organizations 

 

Stakeholders The Requirement or Typical of Criteria 

Owners, Shareholders  Return On Investment, Growth in Earnings 

The Strategic Leadership Level 

and Employees 

Compensation, Fringe Benefit, Satisfaction With 

Working Conditions 

Customers Satisfaction With Price, Quality, Service 

Suppliers Satisfaction With Payments, Future Sales 

Potentials 

Creditors Ability to Pay Indebtedness 

Unions Competitive Wages and Benefits, Satisfactory 

Working Conditions, Willingness to bargain Fairly 

Local Community Officials  Involvement of Organization’s Members in Local 

Affairs, Lack of Damage to the Community’s 

Environment 

Government Agencies  Compliance With Laws, Avoidance of Penalties 

and Reprimands 

 

Source:  Robbin, 1989. 

 

A longitudinal quasi – experimental study of Macy et al (2007) on the 

organizational  design  of  a  global  consumer  products  manufacturer  moving  toward 

high - performance work systems (HPWSs) in North America by integrating business 

centers and self - directed work teams (SDWTs), coupled with 13 other action - levers 

within  an  integrated  and  bundled  high -  performance  organizations  (HPOs).  The 

organization, in this study, as ‘‘built to change’’ of Lawler and Worley (2006 quoted 

in Macy et al; 2007) had already highly levels of organizational performance in terms 

of hard record data (productivity and product quality), employee behavioral measures 

(turnover  and  accidents),  and  attitudinal  measures  (some  aspects  of  the  employee 

engagement).  
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Table 2.34  Performance Indicators of ABC Company/Site A: High Performance Organization 

Performance 
Indicators 

Corresponding 
Criteria in the 
Literature 

Computational Formula 

 

Financial Performance 

I. Productivity Labor Productivity  Number of cases of product produced (actual)/direct labor hours 

II. Product Quality  Product Quality Percent free of critical defects: Number of critical defects/inspected sample of the 
number of cases produced 
Percent free of major defects: Number of major defects/inspected sample of the 
number of cases produced 
Percent free of minor defects: Number of minor defects/inspected sample of the 
number of cases produced 
Percent free of defects (all): Total number of product defects/inspected sample of the 
number of cases produced 

Behavioral Performance 
III. Employee Accidents 

 

Employee Safety Minor: (number of accidents incidents/total monthly hours worked) * 200,000/12 
OSHA recordable: (number of accidents incidents /total monthly hours worked) * 
200,000/12 
Days lost per employee: Number of employee days lost/total workforce size * number 
of monthly working days (for each month, for regular employees) 

IV. Employee Turnover 

 

Employee Turnover Voluntary: Number of voluntary turnover incidents/workforce size (for each month, 
for regular employees) 
Involuntary: Number of involuntary turnover incidents/workforce size (for each 
month, for regular employees) 
Total employee turnover: Total number of turnover incidents/workforce size (for each 
month for regular employees) 
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Part 2  Model Development 

 

2.4  Conceptual Framework Model of Analysis 

 

Table 2.35  Comparative Study of the MAI and the SET 

 

Comparative Study 

1) The Characteristics of Managerial 

Dimensions 

Group 1  

Listed in the 

MAI 
2) Achieving Superior Corporate Performance  

Group 2  

Listed in the 

SET 

Independent Variables  Dependent Variable 

1) The Characteristics of 

Managerial Dimensions 

  2) Achieving Superior 

Corporate Performance 

The relationship between the characteristics of managerial dimensions and 

achieving superior corporate performance  

Key Hypothesis:  

The higher the score of the characteristics of the quality of managerial 

dimensions, the higher the score on achieving superior corporate performance. 

 

2.4.1  Independent Variables are the  characteristics of  managerial dimensions 

which are divided into key six variables as follows: 

1)  Background of Corporate Performance 

2)  Organizational Characteristics 

3)  Strategic Leadership Level Characteristics 

4)  Financial Resource 

5)  Human Resource 

6)  Systematic Management 

2.4.2  Dependent Variable is achieving superior corporate performance which 

is divided into two sub-variables as follows: 

1)  Achieving Superior Corporate Financial Performance 

2)  Achieving Superior Corporate Social Performance
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Background of Corporate Performance 

 

Achieving Superior Corporate Financial 
Performance  

Achieving Superior Corporate Social 

Performance  

 

  

  
  

 
  
   
 
 
 
  
 
 
 
  

Figure 2.24  Conceptual Framework  

Independent Variables Dependent Variables  

Organizational Characteristics 

 

Strategic Leadership Level Characteristics 

Human Resource  

Financial Resource  

Systematic Management  
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2.5 Operational Definitions of Variables and Variable Measures 

 

Table 2.36  Operational Definitions of Key Variables and Key Variable Measures 

 

Variables Operational Definitions Measures 
Independent Variables Means  1) The Characteristics of Managerial Dimensions 

Score of The Characteristics of Managerial Dimensions’ Quality 
1) Background of Corporate Performance 
2) Organizational Characteristics 
3) Strategic Leadership Level Characteristics 
4) Financial Resource  
5) Human Resource  
6) Systematic Management  

ID 1) The  
Characteristics of 
Managerial 
Dimensions 

The effectiveness of organizational 
managerial behavior characteristics is 
able to generate the effectiveness of 
alignment implementation and 
superior corporate performance 
results. 

Source of Information: Ask and answer by using questionnaire and content 
analysis on annual report and relevant documents 

Dependent Variable Ends  2) Achieving  Superior Corporate Performance  

Score of Achieving  Superior Corporate Financial Performance  
1) Profitability 
2) Growth  
3) The Delivery of  Quality Products & Services  
4) Market Share 

D1) Achieving  
Superior Corporate 
Financial Performance  

Financial performance of corporate 
outperforms other organizations 
relevant to industry and/or sectors. 

Source of Information: Ask and answer by using questionnaire and content 
analysis on annual report and relevant document. 
Score of Achieving Superior Corporate Social Performance  
1) Strong Leadership 
2) Employees’ Satisfaction 
3) Customers’ Satisfaction 

D2) Achieving  
Superior Corporate 
Social Performance 

Social performance of corporate 
outperforms other organizations 
relevant to industry and/or sectors. 

Source of Information: Ask and answer by using questionnaire and content analysis 
on annual report and relevant document. 
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Table 2.37  Operational Definitions of Independent Sub-Variables and Sub-Variable Measures 

 

Variables Operationalized Measures Sources of Measures 
1 Compensation of senior executives  De Waal, 2007; Robbin, 1989 

2 Corporate’s growth in the past within five years  Carmeli and Tishler, 2006 

3 Outsider stakeholders’ satisfaction such as customers and suppliers 

3) Customer Suppliers   

Carmeli and Tishler, 2006 

4 Capacity to generate new idea, products, service for foreign markets   De Waal, 2007; Venkataraman 

and Sarasvathy, 2001 

5 Corporate social responsibility  Dow Jones Sustainability 

Indexes, 2007; Freeman,  1984 

quoted in Key, 1999  

6 Proclivity to take initiatives, anticipate and pursue new 

opportunities, and participate in foreign markets  

De Waal, 2007; Zeng et al., 

2009 

7 Exporting, foreign direct investment and expanding overseas 

markets  

Hitt, et al,2001; Spraggon and 

Bodolica, 2008; Zeng et al., 

2009 

ID1.0 

Background of 

Corporate 

Performance  

 

8 Key value added products and services  Venkataraman and Sarasvathy, 

2001;  Barney et al, 2001 
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Table 2.37  (Continued)  

 

Variables Operationalized Measures Sources of Measures 
1.1 Vision is clear and achievable (SMART Vision).  Carmeli and Tishler, 2006; 

Owen et al., 2001; Rogers and 

Blenko, 2006 

1.2 Company has key strategic organizational resources that are 

valuable, rare, imperfectly imitable, non-substitutable, non 

transferable or tradable.  

Barney et al., 2001; Barney, 

2001 

1.3 Company access to key strategic resources are easy, available, and 

save cost. 1.3  

Barney et al., 2001; Barney, 

2001; Spraggon and Bodolica, 

2008 

1.4 Company is carefully concerned with profitability and 

ineffectiveness in terms of problems, obstacles, risks, and conflicts in 

policy and strategy statements.  

Carmeli and Tishler, 2006 

1.5 Company is carefully concerned with strategic constituency 

preferences in policy and strategy statements.  

Carmeli and Tishler, 2006; 

Robbin, 1989 

1.6 Company is able to generate competitive advantage in terms of 

cost leadership.  

Uree Cheasakul, 2001 

ID1.1 

Organizational 

Characteristics 

 

1.7 Company is able to generate competitive advantage in terms of 

differentiation.  

Uree Cheasakul, 2001 
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Table 2.37  (Continued)  

 

Variables Operationalized Measures Sources of Measures 
 1.8 Organization structure is designed by supporting decentralization 

policy.  

Cheasakul,2001; Echols and 

Neck, 1998 

1.9 Configuration of organization seems to be more complexity 

structure in terms of span of control and hierarchy.  

Cheasakul,2001; Echols and 

Neck, 1998 

1.10 Collaboration with customer’s network is beneficial for doing 

effective business  

Zeller, Lapenu, and Greeley,  

2003; Cook, 1977; Pfeffer, 

1982; Pfeffer and Salanick, 

1978 

1.11 Collaboration with suppliers network is beneficial for doing 

effective business. 

Zeller, Lapenu,  and Greeley, 

2003; Cook, 1977; Pfeffer, 

1982; Pfeffer and Salanick, 

1978 

ID1.1 (Cont.) 

1.12 Collaboration with government sectors is beneficial for doing 

effective business. 

Zeller,  Lapenu,  and Greeley, 

2003; Cook, 1977; Pfeffer, 

1982; Pfeffer and Salanick, 

1978 

2.1 Their knowledge, skill, and understanding in this corporation and 

business are professional.  

Owen et al, 2001 

2.2 Their expertise can assist corporation to being a successful 

organization.  

Owen et al., 2001 

ID1.2 Strategic 

Leadership 

Level 

 

2.3 The size of strategic leadership level is sufficient and effective.   Suchada Jiamsagul, 2007 
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Table 2.37  (Continued)  

 

Variables Operationalized Measures Sources of Measures 
2.4 Their management style and expertise fit with this organization’s 

circumstances, making its successful.  

Uree Cheasakul, 2001 

2.5 They are committed to their decision-making and management 

style.  

Uree Cheasakul, 2001 

2.6 Many conflicts of interest among strategic leadership level 

committee members are extremely frequent.   

Suchada Jiamsagul, 2007 

2.7 Conflicts of interest among strategic leadership level committees 

have a negative impact on the organization’s results.  

Suchada Jiamsagul, 2007 

2.8 Consultants’ networks of executives directly influence the decision 

making at the strategic leadership level.  

McDonald, Khanna and 

Westphal, 2008 

2.9 Internal and external consultants’ networks affect the effectiveness 

of the organization.  

McDonald, Khanna and 

Westphal, 2008 

2.10 The number of strategic leadership level meetings is sufficient 

and effective.  

Suchada Jiamsagul, 2007 

ID1.2(Cont.) 

2.11 The number of strategic leadership level networking directly 

affects the effective and superior financial performance of this 

corporation.  

Zeller,  Lapenu  and Greeley,  

2003 
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Table 2.37  (Continued)  

 

Variables Operationalized Measures Sources of Measures 
ID1.2(Cont.)  2.12 Communication between the management team and the HR in 

organization is clear, so performance results achieve target goals.  

De Waal, 2007 

3.1 Your staff has superior knowledge and skills.  Podsakoff et al; 2006; Dess 

and Lumpkin, 2001 

3.2 Your staff satisfies its work and reward system.  Podsakoff et al., 2006 

3.3 Your staff specializes and professionalizes in their field  Jones et al., 2005 

3.4 Number of superior staff is adequate.  Jones et al., 2005 

3.5 Percentage of budget on human resource training and development is 

sufficient and effective.  

Jones et al., 2005 

3.6 Percentage of budget on health and safety is sufficient and effective.   De Waal, 2007 

3.7 Existence of well-being programs to encourage employees to adopt 

healthy lifestyles.  

De Waal, 2007 

ID 1.3 Human 

Resource 

 

3.8 There are guidelines for occupational health management systems.  The VanCity Social Report, 

1999 
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Table 2.37  (Continued)  

 

Variables Operationalized Measures Sources of Measures 
3.9 The percentage of the resource and development budget is sufficient.  Ireland et al., 2003; Hitt et al., 

2001 

3.10 There is an effective human resource management system.  De Waal, 2007 

3.11 There is an effective knowledge management system.  De Waal, 2007 

3.12 The knowledge management system implementation is efficient and 

effective. 

De Waal, 2007 

ID 1.3 (Cont.) 

3.13 The learning in the individual and organization is easy, available, and 

collaborative.  

De Waal, 2007 

4.1 Sufficient budget and capital for investment.  Ireland  et al., 2003; Hitt et al, 

2001 

4.2 Availability of and access to sources of funds are easy.  Edgeman et al., 2001 

4.3 Many effective budgeting plans for sources of funds.  Edgeman et al., 2001 

4.4 Many effective budgeting plans for use of funds or use of financial 

resources.  

Edgeman et al., 2001 

4.5 Corporate capital structure is appropriate.   Suchada Jiamsagul, 2007 

ID 1.4 Financial 

Resource 

 

4.6 Use of the fund monitoring system is efficient.  Suchada Jiamsagul, 2007 
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Table 2.37  (Continued)  

 

Variables Operationalized Measures Sources of Measures 
ID 1.4 (Cont.)  4.7 The financial resources for organization development are appropriately 

used.  

Suchada Jiamsagul, 2007 

5.1 Many systematic management systems such ISO, GMP, HACCP, and 

other standards that are implemented.  

De Waal, 2007 

5.2 The risk management system is effectively implemented.  De Waal, 2007 

5.3 Advanced technology systems are effectively implemented.  Uree Cheasakul,2001 

5.4 Advanced information technology systems are effectively implemented.   De Waal, 2007 

5.5 Access to available and relevant information is easy and effective.   Barney, et al, 2001 

ID1.5 

Systematic 

Management 

 

5.6 Internal Communication Systems are effectively implemented so the HR 

in the organization know and understand the policies and laws of the 

organization.  

De Waal, 2007 

 

 

 

93 
 



    

  

94

 

Table 2.38  Operational Definitions of Dependent Sub-Variables and Sub-Variable Measures 

 

Dependent Variable  Ends   2) Achieving Superior Corporate Performance 
Variables Operational Definitions Operationalized Measures 

1) Profitability Performance 

2) Growth Performance 

3) Market Share Performance 

4) Products & Services Quality Performance 

D1.1 Achieving 

Superior 

Financial 

Performance 

The sets of key significant financial and 

accounting returns ratios for analyzing 

financial statements and management ability 

of corporations 

Source of information: Ask and answer by using questionnaire and content 

analysis on annual reports and relevant documents 

D1. 2Achieving 

Superior 

 Social 

 Performance 

The sets of significant ratios for analyzing 

value-added of products and services of 

corporations from the perspective of  

customers 

1) Strong Leadership 

2) Employee Satisfaction 

3) Customer Satisfaction 

 

 

Source:  Ask and answer by using questionnaire and content analysis on annual reports and relevant documents
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2.6  Research Hypotheses and Structural Equations 

 

The characteristics of managerial dimensions are able to drive organizations to 

achieve superior corporate performance. This statement is the key research hypothesis 

(H1).  It  means  that  the  higher  the  score  of  the  characteristics  of  managerial 

dimensions,  the  higher  the  score  of  achieving  superior  corporate  performance. 

There  are  significant  differences  between  the  characteristics  of  managerial 

dimensions  for  achieving  superior  corporate  performance  of  listed  organizations  on 

the MAI and SET on the Stock Exchange of Thailand. 

 

Structural Equations 

 

ASCP = f (CMD) 

Achieving Superior Corporate Performance = f (Characteristics of Managerial 

Dimensions) 



 

CHAPTER 3 

 

RESEARCH METHODOLOGY 

  

This  chapter  describes  the  methodology  of  research  for  conducting  the 

empirical study. 

  

3.1  Research Design 

 

A non-experimental design will be applied in this study. The study is based on 

a non-experimental quantitative and qualitative design for the description and explanation 

of  the  phenomena  surrounding  achieving  superior  corporate  performance.  The 

quantitative  research  is  a  key  method.  Cross-sectional  study  is  applied  in  order  to 

answer the question: “Why do some organizations outperform other organizations?”  

There are two phases in this study as follows: 

1)  A non-experimental quantitative design is based on survey and documentary 

research  to  investigate  a  linkage  between  1)  the  characteristics  of  managerial 

dimensions, and 2) achieving superior corporate performance.  

2)  A  non-experimental  qualitative  design is  based  on  in-depth  interviews  to 

discover  qualitative  and  quantitative  information  which  explicitly  explains  a  linkage 

between 1) The Characteristics of Managerial Dimensions and 2) Achieving Superior 

Corporate Performance to contribute significant knowledge regarding this relationship 

over general significant explanations.  

Key  instruments  for  this  research are  a  survey  questionnaire  by  self-

administered  survey,  and  in-depth  interview  guidelines  by  semi-structured  interview 

guidelines and document research form.   
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Phase 2 Phase 1

Non-experimental quantitative design

 

Non-experimental qualitative design

 
Documentation Research Survey Research 

Required Information 

Information Analysis 

Required Information 

Information Analysis 

In-Depth Interview 

Writing the Results, Conclusions, and Recommendations  

Defending the Results, Conclusions, and Recommendations  

Revising the Dissertation 

Finishing the Dissertation 

 

Figure 3.1  Framework of Research Design 

 
97 



    

  

98

Table 3.1  Key Variables in This Study 

 

Status  Key Variables Source of Information 

Perspective of strategic leadership 

level and/or other relevant people 

related to key variables. 

Independent 

Variable 

The Characteristics of 

Managerial Dimensions 

Relevant documentation 

Perspective of strategic leadership 

level and/or other relevant people 

related to key variables. 

Dependent 

Variable 

Achieving Superior 

Corporate Performance  

Relevant documentation 

 

3.1.1  Non-Experimental Quantitative Design 

 

A  survey  research  was  conducted  by  using  a  self-administered  survey 

questionnaire  to  survey  the  perspective  of 1)  strategic  leadership  level  or  strategic 

apex  level  of  listed  organizations  on  the  stock  exchange  of  Thailand,  and/or  2) 

knowledgeable  people  related  to  the  evaluation  of  the  performance  of  organizations 

listed  on  the  Stock  Exchange  of  Thailand regarding:  1)  the characteristics  of 

managerial dimensions and 2) achieving superior corporate performance. 

 A documentary research was applied by using a documentary analysis of listed 

organizations on the Stock Exchange of Thailand using relevant documentation such 

as annual (financial) reports, special reports such as environmental reports, health and 

safety reports, social reports, intellectual capital management, corporate governance, 

R&D,  and  employee  relations  and  so  on,  and all  other  sources  of  company  information 

such  as  internal  documentation,  brochures, media  and  stakeholder  reports,  website, 

and so on.  

 

3.1.2  Non-Experimental Qualitative Design 

 

In-depth  interview  was  conducted  by  using  semi-structured  interview  guidelines 

for interview on 1) strategic leadership or strategic apex level perspective of organizations 
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listed  on  the  Stock  Exchange  of  Thailand  among  those  that  are  key  informant 

executives  of  sample  size  organizations selected  by  quota sampling,  and/or  2) 

knowledgeable persons related to the evaluation of the performance of organizations 

listed  on  the  Stock  Exchange  of  Thailand. Face-to-face  interviews  plus  telephone 

interviews and/or focus group interviews were applied.  

The  objective  of  this  design  was  only  to  explicitly  understand  in-depth 

perspectives  on  the  strategic  leadership level  and/or  knowledgeable  people  who  are 

related to evaluating the performance of organizations listed on the Stock Exchange of 

Thailand  regarding  the  linkage  between:  1)  the  characteristics  of  managerial 

dimensions  and  2)  achieving  superior  corporate  performance.  The  results  of  this 

design  were  expected  to  support  the  non-experimental  quantitative  design  and  may 

not generate a grounded theory for a generalized explanation. 

 

3.2  Units of Analysis 

  

  The unit of analysis was executives at the strategic leadership or strategic apex 

level.  These  informants  were  a  group  of  agents  of  listed  organizations  on  the  Stock 

Exchange  of  Thailand,  for  example,  Executive  Leaders,  Top  Management  Team, 

Chief  Executive  Officers,  Division  General  Managers,  Boards  of  Directors, 

Entrepreneurs, and so on. Indeed, the organization is the unit of analysis. In addition, 

other  key  informants  were  people  knowledgeable  of  the  function  of  monitoring  and 

controlling  listed  organizations  on  the  Stock  Exchange  of  Thailand  for  formulating 

and evaluating policy and practices.  

 

3.2.1  Target Population 

The  strategic  leadership  or  strategic  apex  level  of  listed  organizations  on  the 

Stock Exchange of Thailand was defined as managers that were at the top level and 

other levels of the managerial hierarchy of these organizations. For example, for the 

Market for Alternative Investment (MAI) and the Stock Exchange of Thailand (SET), 

there  are  list  forty  –  nine  organizations  in  MAI  and  five  hundred  organizations  in 

SET. 
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Table 3.2  Target Population 

 

Group  Number of Organizations 

The MAI 49 

The SET 500 

Total 549 

 

Source:  The Stock Exchange of Thailand (SET). Retrieved July 25, 2008  from               

                http:// www.set.or.th /set/marketstatistics.do   

 

3.2.2  The Sample and Sample Size 

Frame of sampling: Total organizations listed on the MAI and the SET.  

Sample design: sample size was determined by a stratified random sampling 

technique and Yamane (1967).  

A  Simplified  Formula  for  the  Proportions  of  Yamane  (1967:886)  provided  a 

simplified formula to calculate sample sizes. This formula was used to calculate the 

sample sizes in the following equation. A 95% confidence level and P value = 0.05 as 

well as a 90% confidence level and P value = 0.10 were assumed.  

n  =  N/(1+Ne2);  n  =  The  required  sample  size, N  =  The  size  of  the  target 

population, e = Significance level. 

   = 549/[1+(549)(0.05) 2] =231 organizations (for level of 0.05) 

   = 549/[1+(549)(0.10) 2] =85 organizations (for level of 0.10) 

Therefore,  sample  size  was  between the  range  of  85  and  231  organizations. 

This  calculation  shows  that  231  organizations  were  a  better  the  statistical  inference 

due to the use of the level of maximum variability in the calculation of the sample size 

and a more conservative sample size in terms of the larger number of sample size. 

The stratified sampling technique process is as follows: 

Strata 1  classified population by group in terms of the market, which is 

divided into two groups, the MAI and the SET. 
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Strata 2  classified each group of the market by industry. 

Strata 3  classified each group of industries by sectors.  

Strata 4  classified each group of level of market capitalization size by 

superior financial performance in terms of superior profitability. 

Strata 5  identified companies that were the sample size for this study as can 

be seen in Figure 3.2. 

 

Table 3.3  The Population and Sampling Unit of Study 

 

Sample Size Group  Target Population Proportion 

for level 

of 0.10 

for level 

of 0.05 

The MAI 49 8.93  8   21 

The SET 500 91.07 77  210 

Total 549 100  85   231 

 

Target Population 
 

Classified by Group of Markets 
 

Classified by Group of Industries 
 

Classified by Group of Sectors 
 

Classified by Group of Superior Profitability 

Companies are as Sample Size 
 

The Strategic Leadership Level of Sample Size Companies 

 

Figure 3.2  Stratified Sampling Process 
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Table 3.4  Target Sample Size for In-Depth Interview 

 

Target Sample Size of The MAI Target Sample Size of The SET 

Group of Sectors No. Group of Sectors No. 

1 Fashion and Design  1  1 Resource 1 

2 Software & IT  1  2 Property & Construction  1 

3 Food and Herbs 1  3 Financial 1 

4 Automotives 1  4 Services 1 

5 Tourism 1  5 Industrials 1 

6 Export 1  6 Technology 1 

7 Supporting Industry  1  7 Agro & Food Industry  1 

8 Government Policy  1  8 Consumer Products 1 

Total 8 Total 8 

Total = 16 



    

  

103

     Table 3.5  Target Sample Size for Survey Research 

 

Target Sample Size of The MAI for 

level of 

0.05 

for 

level of 

0.10 

Target Sample Size of The SET for 

level of 

0.05 

for 

level of 

0.10 

Group of Sectors Proportion No. No. Group of Sectors Proportion No. No. 

1 Fashion and Design 12.5  2  1 1 Resource 12.5  27  9 

2 Software & IT 12.5   2  1 2 Property & 

Construction 

12.5  27  9 

3 Food and Herbs 12.5  2   1 3 Financial 12.5  26  9 

4 Automotives 12.5  3  1 4 Services 12.5  26  10 

5 Tourism 12.5  3  1 5 Industrials 12.5  26  10 

6 Export 12.5  3  1 6 Technology 12.5  26  10 

7 Supporting Industry 12.5  3  1 7 Agro & Food Industry 12.5  26  10 

8 Government Policy 12.5  3  1 8 Consumer Products 12.5  26  10 

Total 100 21 8 Total 100 210 77 
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3.3  Methods of Data Collection 

  

 3.3.1  Primary Data 

 A survey questionnaire and a semi – structured, in-depth interview guideline 

were constructed for the strategic leadership or strategic apex level. These materials 

were applied for collecting the quantitative and qualitative data, which were a series 

of open - ended and closed - ended questions. 

 

  3.3.2  Secondary Data 

Documentary research was applied by using the content analysis from 1) the 

relevant  documentation  of  the  sampling  unit  of  study,  such  as  company  reports  and 

information,  and  from  2)  relevant  documentation  from  the  sampling  unit  of  study 

organizations, such as research reports of university and research institutions.  

 

3.4  Methods of Data Processing & Analysis 

 

3.4.1  Quantitative Data Analysis 

SPSS for Windows was used for processing the questionnaires and preparing 

statistical  information  for  the  research  analysis.  When  a  completed  series  of 

questionnaires was collected, the data from these questionnaires were edited again at 

the  researcher’s  office  before  the  data  were  analyzed  step  by  step  for  each  survey 

research objective. The key statistical methods were used in this study, as can be seen 

in table 3.14.  

 

3.4.2  Qualitative Data Analysis 

 Patterns  and  content  analysis  were  analyzed  by  the  researcher  in  terms  of 

looking  for  the  patterns,  structures,  processes,  causes  and  consequences  in 1)  the 

characteristics  of  managerial  dimensions  and  2)  achieving  corporate  superior 

performance. 

Indeed, the similarity and dissimilarity of each program was considered. This 

study  not  only  identified  the  patterns  and  characteristics,  but also  compared  the 

similarities and differences, of the strategic leadership perspectives of the informants 

on key variables though analytic induction and the constant comparison method. 
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3.5  The Criteria for Identifying Superior Performance Organizations  

        Listed on The Stock Exchange of Thailand 

 

A  public  company  limited  is  a  kind  of  organizations  listed  on  the  Stock 

Exchange of Thailand. The criteria of selection excellent public company limited are 

as follows: 

1)  An  excellent  public  company  limited  is  a  public  company  that  is  able  to 

generate superior net profit and has the one of top 10 high net profit (see Table 3.6). 

 

Table 3.6  Top Ten High Net Profit Public Companies Limited in 2005 and 2004 

 

Net Profit(Million 

Baht) 

Name of Organization 

2005 2004 

1. PTT Public Company Limited 85,521.29  62,666.47 

2. TPI  Polene Public Company Limited 60,769.92  12,284.13 

3. The Siam Cement Public Company Limited 32,235.84  36,483.44 

4. PTT Exploration and Production Public Company Limited  23,734.69  15,866.02 

5. Bangkok Bank Public Company Limited 20,306.05  17,620.18 

6. Advanced Service Public Company Limited 18,908.51  20,258.05 

7. The Siam Commercial Bank Public Company Limited  18,882.63  18,488.71 

8. Thai Oil Public Company Limited 18,753.11  15,072.65 

9. Kasikorn Bank  Public Company Limited 13,929.85  15,340.46 

10. Krung Thai Bank Public Company Limited  13,024.07  11,093.95 

 

Source:  The Stock Exchange of Thailand,  quoted in Stockfocusnews Magazine,  

               2005:  59-60, 68-70) 

 

2)   An excellent public company limited is a public company limited which is 

a winner of  the best performance awards ratings by The Stock Exchange of Thailand 

(The Stock Exchange of Thailand, 2009), as shown in Table 3.7. 
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Table 3.7  Best Performance Awards in 2003-2008 

 

Year The SET The MAI 

2003 

 

1.  S & P Syndicate Public Company Limited 

2.  Fancy Wood  Industries Public Company Limited  

3.  Thai Stanley Electric Public Company Limited 

4.  Land and Houses Public Company Limited 

5.  PTT Exploration and Production Public Company 

Limited 

6.  BEC World Public Company Limited  

7.  Advanced Info Service Public Company Limited  

8.  Kasikorn Bank  Public Company Limited 

 

2004 

 

1.  Thai Union Frozen Products Public Company 

Limited 

2.  Fancy Wood  Industries Public Company Limited  

3.  Kasikorn Bank  Public Company Limited 

4.  Thai Stanley Electric Public Company Limited  

5.  Land and Houses Public Company Limited 

6.  PTT Exploration and Production Public Company 

Limited 

7.  BEC World Public Company Limited  

8.  Shin Corporation Public Company Limited 

 

2005 

 

1.  Univanich Palm Oil Public Company Limited  

2.  Fancy Wood  Industries Public Company Limited  

3.  The Aromatics (Thailand) Public Company Limited  

4.  The Siam Cement Public Company Limited 

5.  PTT Public Company Limited 

6.  Thoresen Thai Agencies Public Company Limited 

7.  Advanced Info Service Public Company Limited 

8.  TISCO Bank Public Company Limited 

1.  Interlink 

Communication 

Public Company 

Limited 

2.  Unique 

Mining Services 

Public Company 

Limited 
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Table 3.7   (Continued) 

 

Year The SET The MAI 

2006 

 

1.  Oishi Group Public Company Limited 

2.  Siam Steel International Public Company Limited 

3.  Thai Stanley Electric Public Company Limited 

4.  Amata Corporation Public Company Limited 

5.  PTT Exploration and Production Public Company 

Limited 

6.  Precious Shipping Public Company Limited 

7.  Advanced Info Service Public Company Limited  

8.  The Siam Commercial Bank Public Company Limited 

1.  Interlink 

Communication 

Public Company 

Limited 

2.  Unique 

Mining Services 

Public Company 

Limited 

2008 

 

1.  DSG International (Thailand) Public Company Limited 

2.  Univanich Palm Oil Public Company Limited 

3.  PTT Exploration and Production Public Company 

Limited 

1.  Unique 

Mining 

Services Public 

Company 

Limited 

2009 

  

 

1.  PTT Exploration and Production Public Company 

Limited 

2.  Univanich Palm Oil Public Company Limited 

3.  Thai Metal Trade Public Company Limited 

4.  Advanced Information Technology Public Company 

Limited 

Did not have a 

winner 

 

Source:  The Stock Exchange of Thailand, 2005, 2008, 2009, 2010 

In  conclusion,  the  public  companies  limited  that  won  the  best  performance 

awards selected for the study are presented in Table 3.8. 

3)   An  excellent  public  company  limited  is  a  public  company  limited  on  the 

Stock Exchange of Thailand over 30 years. Some of companies traded on the Stock 

Exchange over 30 years are selected for the study, as can be seen in Table 3.9 (The 

Stock Exchange of Thailand, 2009).  
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Table 3.8  Sample Size of Best Performance Organizations 

 

The SET The MAI 
1. Advanced Info Service Public Company Limited 3 
2. Advanced Information Technology Public Company Limited 
3. Amata Corporation Public Company Limited 
4. BEC World Public Company Limited 2 
5. DSG International (Thailand) Public Company Limited 
6. Fancy Wood  Industries Public Company Limited 3 
7. Kasikorn Bank  Public Company Limited 2 
8. Land and Houses Public Company Limited 2 
9. Oishi Group Public Company Limited 
10. Precious Shipping Public Company Limited 
11. PTT Exploration and Production Public Company Limited 5 
12. PTT Public Company Limited 
13. S & P Syndicate Public Company Limited 
14. Shin Corporation Public Company Limited 
15. Siam Steel International Public Company Limited 
16. Thai Metal Trade Public Company Limited 
17. Thai Stanley Electric Public Company Limited 3 
18. Thai Union Frozen Products Public Company Limited 
19. The Aromatics (Thailand) Public Company Limited  
20. The Siam Cement Public Company Limited 
21. The Siam Commercial Bank Public Company Limited 
22. Thoresen Thai Agencies Public Company Limited 
23. TISCO Bank Public Company Limited 
24. Univanich Palm Oil Public Company Limited 3 

1.  Interlink Communication Public Company Limited 2 
2.  Unique Mining Services Public Company Limited 3 
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Table 3.9  Celebrating 30+ years as a Listed Company 30 April 2009 

 

Initial Public Offering  (IPO) The SET 
30 April 1975 
 

BBL      Bangkok Bank Public Company Limited   
BJC    Berli Jucker Public Company Limited   
DTC  Dusit Thani Public Company Limited   
SCC    The Siam Cement Public Company Limited   
TCAP  Thanachart Capital Public Company Limited    

25 June 1975 SUC   Saha-Union Public Company Limited    
30 June 1975 SSC  Serm Suk Public Company Limited    
16 December 1975 CTW       Charoong Thai Wire & Cable Public Company Limited    
11 February 1976 KBANK Kasikorn Bank Public Company Limited 
12 February 1976 SCB     The Siam Commercial Bank Public Company Limited    
8 April 1976 BATA  Bata Shoe Of Thailand Public Company Limited    
8 June 1976 AFC   Asia Fiber Public Company Limited    
19 August 1976 TIC       The Thai Insurance Public Company Limited    
18April 1977 SCCC   Siam City Cement Public Company Limited    
30 September 1977 BAY   Bank of Ayudhya Public Company Limited   

NC   Newcity(Bangkok) Public Company Limited    
30 December 1977 UP          Union Plastic Public Company Limited   

CSC 
SPI 

   Crown Seal Public Company Limited   
   Saha Pathana Inter-Holding Public Company Limited    

 21 April 1978 UPF     Union Pioneer Public Company Limited    
30 June 1978  GYT     Goodyear(Thailand) Public Company Limited   

SPC      Saha Pathanapibul Public Company Limited   
TCMC     Thailand Carpet Manufacturing Public Company Limited    

Source:  Celebrating 30+ years as a Listed Company 30 April 2009, The Stock Exchange of Thailand, 2009: 2010 
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Therefore, by considering the three criteria as mention above, there are 6 first - 

class public companies limited that were identified, as can be seen in the table 3.10. 

 

Table 3.10  Sample Size of the Superior Performance Organization 

 

High Net Profit 
Best Performance 

Awards 

Celebrating 30+ 

years as a Listed 

Company 

Sample Size of 

Superior 

Performance 

Organization 

10 27 23 6 

PTT Public Company Limited 

The Siam Cement Public Company Limited 

PTT Exploration and Production Public Company Limited 

Bangkok Bank Public Company Limited   

The Siam Commercial Bank Public Company Limited 

Kasikorn Bank Public Company Limited   

 

After the process of selecting first-class public companies limited had already 

finished,  the  next  process  was  to  identify  the  characteristics  of  the  managerial 

dimensions  of  these  excellent  public  companies  limited.  These  dimensions  are  1) 

background  of  corporate  performance,  2)  organizational  characteristics,  3)  strategic 

leadership  level  characteristics,  4)  financial  resource,  5)  human  resources,  and  6) 

systematic  management;  which  were  the  most  influential  factors  in  terms  of  these 

companies achieving excellent results were identified.  

How  were  these  answers  obtained?  This  dissertation  investigated  secondary 

data  from  research  documents  and  primary  data  by  in-depth  interviews  of  group 

executive  of  excellent  public  companies  limited  based  on  their  organizational 

structure, as can be seen in Figure 3.3.  

 



111 

  

 

Figure 3.3  Sample of Public Company Limited Organizational Structure  
Source: Organization Structure of PTT PUBLIC COMPANY LIMITED, 2010 
…. Identify Board of Directors 
---- Identify Management Teams 
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3.6  Sample and Response Rate 

 

The  sample  size  for  sending  the  questionnaire  under  the  confidence  level  of 

95% was 231 companies and under the confidence level at 90% was 85 companies; 

however, when considering a particular group in the Bangkok Metropolitan Area and 

nearby  Bangkok,  it  was  found  that  there  were  only  198  companies.  Therefore,  this 

research was based on the number of the sampled companies.  

In terms of interviewing by questionnaire, the researcher prepared letter sets to 

be sent by mail. Each set consisted of: 1) a letter of inquiry for data collection and 2) 

questionnaire.  The  framework  and  details  of  any  questions  in  the  questionnaire  are 

presented in Appendix B: Interview Guidelines for Structured In-depth Interview, in 

both  Thai  and  English.  Questionnaire  were  divided  into  four  parts;  that  is,  Part  1: 

Corporate  and  Informant  Information,  Part 2:  The  Characteristics  of  Managerial 

Dimensions  (self-rating),  Part  3:  Superior  Corporate  Performance,  and  Part  4: 

Recommendations on This Study. 

For analyzing the reliability coefficient, a pretest was tested before the actual 

questionnaires were sent. The first draft of the questionnaire provides the Cronbach's 

Reliability  Coefficient  Alpha  at  0.930  and  the Cronbach’s  Reliability  Coefficient 

Alpha in each part of the questionnaire, as can be seen in table 3.11. The results show 

that part 1 of the corporate and informant information did not achieve the requirement 

of  Cronbach’s  Reliability  Coefficient  Alpha.  The  alpha  can  take  on  any  value  less 

than  or  equal  to  1,  and  negative  values  are  possible,  although absolutely  positive 

values make sense. Higher values of alpha are more desirable. Some professionals of 

statistics,  as  a  rule  of  thumb,  require  a  reliability  of  0.70  or  higher  obtained  on  a 

substantial  sample  before  being  used  as  an  instrument. Therefore,  part  1  was  not 

reliable.  The  same  is  true  for  part  2,  The  Characteristics  of  Managerial  Dimensions 

(self-rating),  in  terms  of  quality  of  financial  resources;  Cronbach’s  Reliability 

Coefficient Alpha was 0.54. Many versions of the questionnaire were created after the 

first draft, and as a result, the final draft of the questionnaire was created and tested 

for the reliability coefficient. Cronbach's Reliability Coefficient Alpha was 0.980. 

There  were  110  companies  that  responded  to  this  questionnaire,  and  the 

response rate was 55.56 percent of the actual targeted mailing.  
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Table 3.11  Testing the Reliability of the Measures by Cronbach Alpha 

  

Cronbach’s Reliability 
Coefficient Alpha Part Item 

First Draft Final Draft 
Corporate Information 0.328 Part 1: 

Corporate and 
Informant 
Information 

Informant Information 0.029 
0.127 

1 Background of Corporate 
Performance 

0.930  0.885 

2 Organizational Characteristic  0.870  0.957 
3 Quality of Strategic Leadership 
Level 

0.736  0.884 

4 Quality of Human Resources  0.894  0.945 
5 Quality of Financial Resources  0.540  0.931 

Part 2: The 
Characteristics 
of Managerial 
Dimensions  
 

6 Quality of Systematic 
Management 

0.971  0.969 

1 Achieving Superior Corporate 
Financial Performance 

0.977  0.942 Part 3: 
Superior 
Corporate 
Performance 

2 Achieving Superior Corporate 
Social Performance 

0.818  0.749 

Overall  0.930 0.980 
  

Table 3.12  Target Sample Size and Response Rate 

 

Target Sample Size Response Rate 

Actual Target Sample Size was 198  The Response Rate was 55.56 % 

 Total Response was 110 

 

In addition, for the in - depth interviews, the sample size was 16 companies. 

The researcher sent 20 mailings to 20 executives from 20 companies, even though the 

sample size was 16 companies, because the researcher thought that some companies 

possibly could not response better than lack off. Each set of letter consisted of: 1) a 

letter of inquiry for data collection and 2) the in - depth interview questionnaire. The 

framework and details of any questions for the in - depth interview was expressed in 

Appendix  C:  Interview  Guidelines  for  Structured  In  -  depth  Interview  conducted  in 

Thai and English language.  
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There  were  only  three  companies  that  responded  this  first  mailing.  The 

response rate was 15 percent of the targeted mailing. Two of three targeted responses 

were  willing  to  provide  in  -  depth  interviews,  Face  –  to  -  face  interviews  and  live 

telephone interviews were applied. One of three targeted responses was not willing to 

provide  in  –  depth  interviews  but  was  willing  to  support  the  information  as  the 

researcher required.  

In terms of increasing the number of samples, e - mails were sent to 23 new 

sample  companies.  In  this  second  sending,  there  was  a  responding  company.  The 

response  rate  was  4.35  percent  of  the  target  to  send  e  -  mail.  Furthermore,  e  –  mail 

were  send  to  17  new  sample  companies. A  company  response,  so  the  response  rate 

was 3.46 percent of the target sent e - mail. This indicates that sending letters by mail 

and electronic mail. The response rate was relatively low. 

However, there were 7 executives willing to answer the in – depth interviews, 

as shown in Table 3.13. 

  

Table 3.13  Key Informants of In-Depth Interviews 

 

 Organization Name Informant Name 
Suwit Kingkaew  

Senior Executive Vice-President 
1 
 
CP All Public Company Limited 

Korsak  Chairasamisak 
Chief Executive Officer 

2 Bangchak Petroleum PLC Ganesh 
Manager of Risk Management and 

Development 
3 The Siam Cement Public 

Company Limited 
  

4 Safari World Public Company 
Limited  

Veterinary Pam Akkarawin 
Vice President for Academic Affairs 

5 Charoen Pokphand Group 
 (CP Group) 

[Charoen Pokphand Foods PCL.] 

Somchai SamaiSut 
Senior Vice President 

6 Kim Eng Securities (Thailand) 
Public Company Limited  

Montree Sornpaisarn 
Chief Executive Officer 

7 Italian-Thai Development   
  Public Company Limited    
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3.7  Chapter Summary 

  

In order to discover the results of a linkage between 1) the characteristics of 

managerial dimensions and 2) achieving corporate superior performance, survey and 

documentary  research,  plus  in-depth  interviews,  were  applied  by using  the  strategic 

leadership  or  the  strategic  apex  level  of organizations  listed  under  these  schemes  as 

the  target  population  and  sampling  unit  of  the study.  The  key  statistical  method, 

patterns, and content analysis were applied in order to understand these relationships. 

 

Table 3.14  Key Statistical Method for Analyzing the Data 

 

Measurement Level  Suitable Statistical Method 
For Objective Independent 

Variables 
Dependent 
Variable 

Descriptive 
Statistics 

Measure of 
association 

To Test the Reliability of the Measures by Cronbach Alpha 
(Univariate Analysis) 
1 To investigate the 
relevance the 
characteristics of 
managerial dimensions for 
predicting and explaining 
achieving superior 
corporate performance 

Nominal 
Ordinal 

Interval and/or Ratio 

% 
% 

%, Mean, 
SD, Min, 
Max 

- 

Nominal 
 

Nominal 
 

Percentage 
difference 
Chi-square 
test 

Yule’s Q, 
Lambda, Tau 

 

Ordinal Ordinal 
 

 
 

Tau-b, Tau-c, 
Somers’d, 
Gamma 

Interval 
and/or Ratio 

Interval and/or 
Ratio 

- Correlation, 
Regression 

Two 
Nominal 

Interval and/or 
Ratio 

T-test - 

(Bivariate Analysis) 
2 To explore the 
association between the 
characteristics of 
managerial dimensions and 
achieving superior  
corporate performance 
3 To identify which of the 
characteristics of 
managerial dimensions 
exhibited a strong 
association with achieving 
superior  corporate 
performance 

More than 
two Nominal 
or Ordinal 

Interval and/or 
Ratio 

ANOVA - 

(Multivariate Analysis) 
4 To determine the best 
predictor of achieving 
superior corporate 
performance 

More than 
two Interval 
and/or Ratio 

Interval and/or 
Ratio 

- Partial 
Correlation, 
Multiple 
Regression 

 
Source:  Developed from  Pichit Pitakthepsombat,  2005. The Sample Survey: Theory            
                and Practice 



 

CHAPTER 4 

 

RESEARCH FINDINGS 

 

This chapter describes and highlights the major findings from the survey, in- 

depth interview, and documentary research. 

 

4.1  Achieving Superior Corporate Performance and the   Characteristics  

       of Managerial Dimensions: Univariate Description  

 

The characteristics of key variables, both independent variables and dependent 

variables as can be seen in table 4.1, will be described by using descriptive statistics 

in terms of percentage (%), Mean(x), Standard Deviation(SD), Minimum (Min), the 

left hand side of table 4.1, will be described at first. Then, dependent variables, on the 

right hand side of table 4.1, will be described second. 

 

Table 4.1  Key Variables 

 

Independent Variables Dependent Variables 

The Characteristics of Managerial 

Dimensions (X) 

Achieving Superior Corporate 

Performance (Y) 

Corporate Information 

Informant Background 

Background of Corporate Performance (X1) 

Organizational Characteristic (X2) 

Quality of Strategic Leadership Level (X3) 

Quality of Human Resources (X4) 

Quality of Financial Resources (X5) 

Quality of Systematic Management (X6) 

Achieving 

Superior 

Corporate 

Financial 

Performance 

(Y1) 

Achieving 

Superior 

Corporate  

Social 

Performance 

(Y2) 
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4.1.1  Independent Variable Characteristics  

Part 1: Corporate Information and Informant Background 

 

1)  Corporate Information 

According  to  table  4.2,  79.4  percent  are  public  limited  companies 

listed on the SET, 20.6 percent are public limited companies listed in the MAI. 

 

Table 4.2  Percentage of Fundamental Corporate Information 

 

Public Limited Company  Percentage  (n) 
The SET 79.4 (85) 
The MAI 20.6 (22) 
Total 100.0 (107) 

 

2)  Informant Background 

According  to  table  4.3,  75.5  percent of  the  informants  that  answered 

this  questionnaire  were  male,  24.5  percent  of  the  informants  were  female,  and  80.7 

percent  of  the  informants graduated  with  a  master  degree.  There  are  many  majors 

which the respondents had graduated; however, engineering (31.0%) and management 

(30.0%) seemed to be more popular than others in the group of these respondents. The 

majority  of  respondents  were  in  a  management  team  position,  at  94.5  percent. 

 

Table 4.3  Percentages of Informant Background 

 

Informant Background Percentage (n)

Gender  

     Male 75.5 (83)

     Female 24.5 (27)

     Total 100.0 (110)

Education    

    Below Bachelor’s Degree 0.9 (1)

    Bachelor’s Degree 16.5 (18)

    Master’s Degree 80.7 (88)

    Doctoral Degree 1.8 (2)

    Total 100.0 (109)
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Table 4.3 (Continued) 

 

Informant Background            Percentage   (n)
Major    
    Management        26.6  ( 30)
    Accounting 11.9  ( 13)
    Finance 11.0  (14)
    Marketing     5.5  (6)
    Engineering    28.4  (31)
    Science 8.3  (8)
    Law 0.9  (1)
    Others 7.3  ( 6 )
    Total 100.00  ( 109)
Position  
    Management Team 94.5  (104)
    Others 5.5  (6)
    Total 100.00 (110 )

 

Part 2: The Characteristics of Managerial Dimensions  

 

Table 4.4  Interpretation Criteria 

  

The Percent Frequency Distribution Interpretation 
Between 0 to 46.5 percent “W” = Worst 
Between 46.6 to 59.9 percent “B” = Bad 
Between 60.0 to 73.2 percent “SS” = So So 
Between 73.4 to 86.7 percent “G”= Good 
Between 86.8 to 100.0 percent “S & E”= Superior and Excellent 

 

1)  Background of Corporate Performance  

Table 4.5 presents eight statements about the background of corporate 

performance.  “Outsider  Stakeholder  Satisfaction  such  as  Customers  and  Suppliers” 

was  ranked  as  number  1.  The  percent  frequency  distribution  of  high  plus  very  high 

was  95.3  percent.  It  means  that  it  was  superior  and  excellent.  In  addition, 

“Compensation  of  Senior  Executives”  was  90.8  percent  and “Corporate  Social 

Responsibility”  was  90.1  percent.  They  were  superior  and  excellent.  “Capacity  to 

Generate  New  Ideas,  Products,  Service  for  Foreign  Markets,”  “Exporting,  Foreign 

Direct  Investment  and  Expanding  Overseas  Markets,”  and  “Key  Value  Added 
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Products  and  Services”  were  at  89.2  percent,  which  was  the  percent  frequency 

distribution of high plus very high, so this background of corporate performance was 

superior  and  excellent.  “Proclivity  to  Take  Initiatives,  Anticipate  and  Pursue  New 

Opportunities, and Participate in Foreign Markets” was 87.4 percent, implying that it 

was superior and excellent. However, “Corporate Growth in the Past Five Years” was 

at 56.7 percent. This implied that it was bad in terms of corporate performance in this 

issue.   
In  conclusion,  the  results  imply that  overall  corporate  performance 

background  was  superior  and  excellent.  The percent  frequency  distribution  of  high 

plus very high was 89.2 percent. 

According  to  table  4.6,  when  the informants  ranked  their  corporate 

performance  background  by  themselves  from 0  to  10,  the  results  showed  that  the 

average  score  was  7.09,  the  maximum  was  9,  and  the  minimum  was  6.  Most 

respondents, 92.8 percent, gave the performance of their organization a score of 7.  
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Table 4.5  Percentages of Background of Corporate Performance  
 

Statements Very High High Medium 
 

Low Very 
Low 

Never 
Seen 

Percent n 

Outsider stakeholders’ satisfaction such as 
customers and suppliers 

4.7  90.6  4.7  0.0  0.0  0.0  100.0  106 

 95.3        
Compensation of senior executives 88.0  2.8  8.3  0.9  0.0  0.0  100.0  108 
 90.8        
Corporate social responsibility 6.3  83.8  5.4  1.8  0.0  0.0  100.0  108 
 90.1        
Capacity to generate new ideas, products, and 
service for foreign markets 

4.5  84.7  6.3  0.0  0.0  0.9  100.0  107 

 89.2        
Exporting, foreign direct investment, and 
expanding overseas markets 

2.7  86.5  2.7  1.8  0.9  0.9  100.0  106 

 89.2        
Key value added products and services 1.8  87.4  5.4  0.9  0.0  0.0  100.0  106 
 89.2        
Proclivity to take initiative, anticipate and 
pursue new opportunities, and participate in 
foreign markets 

3.6  83.8  4.5  1.8  0.9  0.9  100.0  106 

 87.4        
Corporate’s growth in the past within five 
years 

25.0  33.3  35.2  4.6  0.9  0.9  100.0  108 

 58.3        
Overall Corporate Performance 1.8  87.4  3.6  0.0  0.0  0.0  100.0  103 
 89.2        
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       Table 4.6  Percentages of Score of Background of Corporate Performance 
 

Score of Background of Corporate Performance Percent n 
6 1.9 2
7 90.3 93
8 4.9 5
9 2.9 3
Total 100.0 103

x  = 7.09, SD = 0.423, Min = 6, Max = 9 
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2)  Quality of Organizational Characteristics  

According to table 4.7, there are twelve statements about the quality of 

organization characteristics. “Collaboration with Suppliers Network Is Beneficial for 

Doing  Effective  Business”  was  ranked  as  number  1  at  92.6  percent,  which  was  the 

percent  frequency  distribution  of  high  plus  very  high.  It  can  be  interpreted  that  it  is 

superior  and  excellent.  In  addition,  for “Smart  Vision  Was  Clear  and  Achievable 

(SMART Vision)” and “Company is carefully concerned with strategic constituency 

preferences  in  policy  and  strategy  statements,”  the  percent frequency  distribution  of 

high plus very high was more than 90.7 percent and was superior and excellent. 

For “Company access to key strategic resources as easy, available, and 

as  cost  saving,”  “Company  is  able  to  generate  competitive  advantage  in  terms  of 

differentiate,”  and  “Collaboration  with  the  government  sector  is  beneficial  for 

business effectiveness” and other questions, the percent frequency distribution of high 

plus  very  high  was  more  than  89.9  percent,  thus  superior  and  excellent  as  well. 

Therefore,  it  can  be  implied  that  the  quality  of  organizational  characteristics  was 

superior and excellent.  

There  was  a  statement  about  the quality  of  the  organization, 

“Configuration  of  organization  seems  to  be more  complex  in  structure  in  terms  of 

span  of  control  and  hierarchy,”  which  was  a  negative  question.  Most  respondents, 

97.2 percent, agreed that it was low. This implies that it was superior and excellent in 

terms of quality of organizational characteristics.   

In conclusion, the overall quality of organizational characteristics was 

95.9  percent,  which  is  a  percent  frequency distribution  that  is  high  plus  very  high, 

superior and excellent. 

According  to  table  4.8,  when they  ranked  their  organization  by 

themselves,  the  results  show  that  the  average  score  of  quality  of  organizational 

characteristics  was  6.92,  maximum  was  9,  and  minimum  was  3.  Most  respondents, 

90.4  percent,  thought  that  their  organization  had  a  quality  of  organizational 

characteristics score of 7.   



 123

Table 4.7  Percentages of Quality of Organizational Characteristics 
 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

Collaboration with supplier’s network was 
beneficial for doing effective business 

1.9  90.7  5.6  1.9  0.0 0.0 100.0 107 

 92.6       
Smart vision was clear and achievable 
(SMART vision) 

3.7  87.0  9.3  0.0 0.0 0.0 100.0 108 

 90.7       
Company is carefully concerned with 
strategic constituency preferences in policy 
and strategy statements 

0.9  89.8  8.3  0.9  0.0 0.0 100.0 108 

 90.7       
Company access to key strategic resources 
is easy, available, and saves cost  

0.9  89.0  10.1  0.0 0.0 0.0 100.0 109 

 89.9       
Company is able to generate competitive 
advantage in terms of differentiate 

1.8  88.1  6.4  3.7  0.0 0.0 100.0 109 

 89.9       
Company has key strategic organizational 
resources that are valuable, rare, imperfectly 
imitable, non-substitutable, non-transferable 
or tradable  

1.8  88.1  5.5  3.7  0.0  0.9  100.0 109 

 89.9       
Collaboration with the government sector is 
beneficial for doing effective business 

1.9  87.9  6.5  1.9  0.9  0.9  100.0 107 

 89.8       
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Table 4.7  (Continued) 
 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

Company is carefully concerned with 
profitability and ineffectiveness in terms of 
problems, obstacles, risks and conflicts in 
policy and strategy statements 

0.9  88.9  8.3  1.9  0.0 0.0 100.0 108 

 89.8         
Organizational structure is designed by 
supporting a decentralization policy 

0.9  88.9  6.5  1.9  1.9  0.0  100.0 108 

 89.8         
Company is able to generate competitive 
advantage in terms of cost leadership 

0.9  88.1  10.1  0.9  0.0 0.0 100.0 109 

 89.0         
Collaboration with customer’s network is 
beneficial for doing effective business 

1.9  86.9  9.3  1.9  0.0 0.0 100.0 107 

 88.8        
Configuration of organization seems to be 
more complex in structure in terms of span 
of control and hierarchy  

0.0  2.9  88.5  5.8  1.9  1.0  100.0 104 

    97.2    
Overall Quality of Organizational 
Characteristics 

1.0  94.9  3.0  1.0  0.0  0.0  100.0  99 

 95.9         
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Table 4.8  Percentages of Score of Quality of Organizational Characteristics   
 

Score of Quality of Organizational Characteristics    Percent n

3 1.0 1
4 1.0 1
5 1.9 2
6 1.9 2
7 90.4 94
8 2.9 3
9 1.0 1
Total 100.0 104

x = 6.92, SD = 0.634, Min = 3, Max = 9 
 125 
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3)  Quality of Strategic Leadership Level  

According  to  table  4.9,  there  are  twelve  statements  about  quality  of 

strategic  leadership  level.  “The  size  of  strategic  leadership  level  is  sufficient  and 

effective” was ranked as number 1 at 100 percent, implying that is was considered as 

superior  and  excellent.  In  addition,  there  were  numerous  statements  as  superior  and 

excellence.  For  example,  “Their  expertise  can  assist  the  corporation  in  being  a 

successful  organization,”  “Their  knowledge,  skill,  and  understanding  in  this 

corporation  and  business  are  professional,”  “They  are  committed  to  their  decision-

making  and  management  style.”  These  statements,  which  had  a  percent  frequency 

distribution  of  high  plus  very  high,  were  at  97.2  percent,  96.3  percent,  and  96.3 

percent,  respectively.  However,  for  some  of  the  statements  (“Conflicts  of  interest 

among  strategic  leadership  level  committee members  have  a  negative  impact  on  the 

organization’s  results”  and  “Many  conflicts  of  interest  among  strategic  leadership 

level committee members are extremely frequent”), the percent frequency distribution 

of  high  plus  very  high  was  98.2  percent  and 97.2  percent,  respectively.  These  were 

negative questions, implying that quality of strategic leadership level was superior and 

excellent.  

In conclusion, the overall of quality of strategic leadership level was a 

94.1  percent  and  was  high  plus  very  high;  this  means  that  it  was  superior  and 

excellent. 

According to table 4.10, when the informants ranked their organization 

by themselves, the results showed that the average score of quality of organizational 

characteristics  was  7.95,  the  maximum was  10,  and  the  minimum  was  5.  Most 

respondents,  91.1  percent,  thought  that  their  organization  had  a  quality  of  strategic 

leadership level score of 8. 
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Table 4.9  Percentages of Quality of Strategic Leadership Level 
 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Per 
cent 

n 

The size of the strategic leadership level is sufficient and effective.  1.9  98.1  0.0  0.0  0.0  0.0  100.0  108 

 100.0       
Their expertise can assist the corporation to being a successful 
organization. 

2.8  94.4  1.9  0.9  0.0  0.0  100.0  108 

 97.2       
Their knowledge, skill, and understanding in this corporation and 
business are professional.  

3.7  92.6  3.7  0.0  0.0  0.0  100.0  108 

 96.3       
They are committed to their decision-making and management 
style. 

3.7  92.6  3.7  0.0  0.0  0.0  100.0  108 

 96.3       

Conflicts of interest among strategic leadership level committees 
have a negative impact on organization’s results. 

0.9  0.9  3.7  4.6  1.9  88.0  100.0  108 

      98.2    
Their management style and expertise fits with this organization’s 
circumstances, making its successful. 

0.9  93.5  4.6  0.9  0.0  0.0  100.0  108 

 94.4        
Many conflicts of interest among strategic leadership level 
committee members are extremely frequent.  

0.0   2.8  4.6  3.7  1.9  87.0  100.0  108 

      97.2    
Consultants’ network of executives directly influences decision-
making at the strategic leadership level.  

0.9  90.7  2.8  1.9  2.8  0.9  100.0  107 

 91.6       
Internal and external consultants’ network affects the effectiveness 
of the organization. 

0.9  90.7  4.7  1.9  0.9  0.9  100.0  107 

 91.6        
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Table 4.9 (Continued) 
 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Per 
cent 

n 

Communication between the management team and HR in the 
organization is clear, so performance results achieve target goals. 

87.9  2.8  7.5  1.9  0.0  0.0  100.0  107 

 90.7        
The number of strategic leadership level meetings is sufficient and 
effective. 

81.3  9.3  5.6  2.8  0.9  0.0  100.0  107 

 90.6        
The number of strategic leadership level networking directly 
affects the effective and superior financial performance of this 
corporation. 

87.9  1.9  6.5  1.9  0.9  0.9  100.0  107 

 89.8        
Overall Quality of Strategic Leadership Level 4.0  90.1  4.0  2.0  0.0  0.0  100.0  101 
 94.1       

 
 

Table 4.10 Percentages of Score of Quality of Strategic Leadership Level 
 

Score of Quality of Strategic Leadership Level  Percent n 
5 1.0 1 
6 1.0 1 
7 3.8 4 
8 91.3 95 
9 1.9 2 
10 1.0 1 
Total 100.0 104

x=  7.95, SD = 0.470, Min = 5, Max = 10 
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4)  Quality of Human Resources  

According to table 4.11, there are thirteen statements about the quality 

of  human  resources.  “Your  staff  specializes and  professionalizes  in  their  field”  was 

ranked  as  number  1  at  95.4  percent,  which  was  a  percent  frequency  distribution  of 

high  plus  very  high.  It  was  superior  and  excellent.  In  addition,  “Your  staff  has 

superior  knowledge  and  skills,”  “The  learning  in  the  individual  and  organization  is 

easy,  available,  and  collaborative,”  and  “Your  staff  is  satisfied  with  its  work  and 

reward system” were ranked respectively.” The percent frequency distribution of high 

plus very high was 94.4 percent.  

In  conclusion,  the  overall  quality of  the  human  resources  of  their 

organization  was  73.7  percent,  which  was  a percent  frequency  distribution  of  high 

plus  very  high.    This  implies  good  because  the  percent  frequency  distribution  was 

between 73.4 to 86.7 percent.   

According  to  table  4.12,  when  they  ranked  their  organization  by 

themselves  on  the  quality  of  human  resources,  the  results  showed  that  the  average 

score  of  quality  of  human  resources was  7.94,  the  maximum  was  10,  and  the 

minimum was 5. Most respondents, 96 percent, thought that their organization had a 

quality of human resources score of 8.  
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Table 4.11  Percentages of Quality of Human Resource 
 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

Your staff specializes and professionalizes in 
their field.   

87.9  7.5  3.7  0.9  0.0  0.0  100.0  107 

 95.4       
Your staff has superior knowledge and skills.  1.9  92.5  4.7  0.9  0.0  0.0  100.0  107 
 94.4       
The learning in the individual and 
organization is easy, available, and 
collaborative. 

87.9  6.5  3.7  1.9  0.0  0.0  100.0  107 

 94.4       
Your staff satisfies its work and reward 
system. 

0.9  93.5  5.6  0.0  0.0  0.0  100.0  107 

 94.4            
Number of superior staff members is 
adequate. 

87.9  4.7  5.6  1.9  0.0  0.0  100.0  107 

 92.6            
Percentage of budget for health and safety is 
sufficient and effective. 

87.9  4.7  6.5  0.9  0.0  0.0  100.0  107 

 92.6            
Existence of well-being programs to 
encourage employees to adopt healthy 
lifestyles. 

87.9  4.7  4.7  1.9  0.9  0.0  100.0  107 

 92.6            
There are guidelines for occupational health 
management systems. 

88.8  3.7  6.5  0.0  0.9  0.0  100.0  107 

 92.5       
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Table 4.11 (Continued) 
 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

There  is  an  effective  human  resource 
management system. 

0.0  90.7  5.6  2.8  0.9  0.0  100.0  107 

 90.7         
There is an effective knowledge management 
system. 

0.0  90.7  6.5  0.9  1.9  0.0  100.0  107 

 90.7            
The  knowledge  management  system 
implementation is efficient and effective. 

87.9  2.8  5.6  2.8  0.9  0.0  100.0  107 

 90.7            
Percentage of budget for human resource 
training and development is sufficient and 
effective. 

87.9  2.8  7.5  1.9  0.0  0.0  100.0  107 

 90.7            
The percentage of the resource and 
development budget is sufficient. 

0.9  89.7  4.7  2.8  0.9  0.9  100.0  107 

 90.6         
Overall Quality of Human Resources 1.0 72.7 26.3 0.0 0.0 0.0 100.0 99 
 73.7         
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    Table 4.12  Percentages of Score of Quality of Human Resource 
  

 Score of Quality of Human Resource  Percent n 
5  1.0 1
6  2.9 3
7  1.0 1
8  92.3 96
9  1.9 2
10  1.0 1
Total  100.0 104

x =  7.94, SD = 0.518, Min = 5, Max = 10 
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5)  Quality of Financial Resources  

According to table 4.13, there are seven statements about the quality of 

financial  resources.  “Use  of  the  fund  monitoring  system  is  efficient”  was  ranked  as 

number 1 at 98.2 percent, which was the percent frequency distribution of high plus 

very high. It was superior and excellent. “Corporate capital structure is appropriate” 

was 98.1 percent. It was superior and excellent, too. 

 “Many  effective  budgeting  plans  for  use  of  funds  or  use  of  financial 

resources”  and  “The  financial  resources  for  organization  development  are 

appropriately used” were 94.3 percent, which was the percent frequency distribution 

of high plus very high. They were superior and excellent. 

Regarding “Sufficient budget and capital for investment.” the percent 

frequency  distribution  of  high plus  very  high  was  93.5  percent.  It  was  superior  and 

excellent.  “Availability  of  and  access  to sources  of  funds  are  easy”  and  “Many 

effective  budgeting  plans  for  sources  of  funds”  were  at  93.4  percent.  They  were 

superior and excellent. 

In  conclusion,  the  overall  quality  of  financial  resources  was  96.9 

percent,  which  was  a  percent frequency  distribution  of  high  plus  very  high.  It  was 

superior and excellent. 

According to table 4.14, when the informants ranked their organization 

by themselves, the results revealed that the average score was 7.90, the maximum was 

10,  and  the  minimum  was  4.  Most  respondents,  92.2  percent,  thought  that  their 

organization had a quality of financial resources score of 8.  



 134

Table 4.13  Percentages of Quality of Financial Resources 

 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

Use of the fund monitoring system is efficient.  92.5  5.7  1.9  0.0  0.0  0.0  100.0  106 
 98.2            
Corporate capital structure is appropriate.    94.3  3.8  1.9  0.0  0.0  0.0  100.0  106 
 98.1            
Many effective budgeting plans for use of funds 
or use of financial resources 

89.6  4.7  4.7  0.9  0.0  0.0  100.0  106 

 94.3            
The financial resources for organization 
development are appropriately used. 

0.0  94.3  3.8  1.9  0.0  0.0  100.0  106 

 94.3            
            
           
Sufficient budget and capital for investment  88.8  4.7  4.7  1.9  0.0  0.0  100.0  107 
 93.5            
Availability of and access to sources of funds are 
easy  

0.9  92.5  4.7  0.9  0.9  0.0  100.0  107 

 93.4            
Many effective budgeting plans for sources of 
funds  

0.9  92.5  5.6  0.9  0.0  0.0  100.0  107 

 93.4            
            
           
Overall Quality of Financial Resources  0.0  96.9  3.1  0.0  0.0  0.0  100.0  98 
 96.9         
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Table 4.14  Percentages of Score of Quality of Financial Resources 

 

Score of  Quality of Financial Resources  Percent n 
4 1.0 1
5 1.9 2
7 2.9 3
8 92.2 95
9 1.0 1
10 1.0 1
Total 100.0 103

x=  7.90, SD = 0.634, Min = 4, Max = 10 
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6)  Quality of Systematic Management 

According  to  table  4.15,  there  are  six  statements  about  the  quality  of 

systematic  management.  All  statements  were  superior  and  excellent  because  the 

percent  frequency  distributions  of  high  plus  very  high  more  than  90  percent.  For 

example, “Internal communication systems are effectively implemented, so the HR in 

the organization know and understand the policies and laws of the organization” was 

ranked  as  number  1  at    94.4  percent;  “Many  systematic  management  systems  such 

ISO, GMP, HACCP, and other standards are implemented,” and “The risk management 

system is effectively implemented” was 94.3 percent.  

In conclusion, the overall quality of systematic management was 97.0 

percent, which is the percent frequency distribution of high plus very high. It means 

superior and excellent in terms of the overall quality of systematic management. 

According  to  table  4.16,  when  they  ranked  their  organization  by 

themselves,  the  results  showed  that  the  average  score  on  the  quality  of  systematic 

management was 8.55, maximum was 9, and minimum was 4.  Most respondents, 76 

percent, thought that their organization had a quality of systematic management score 

of 9.  
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Table 4.15  Percentages of Quality of Systematic Management 

 

Statements Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent  n 

Internal Communication Systems are effectively 
implemented, so the HR in the organization know 
and understand policies and laws of the 
organization. 

1.9  92.5  3.8  1.9  0.0  0.0  100.0 106 

 94.4         
Many systematic management systems such ISO, 
GMP, HACCP, and other standards are 
implemented. 

0.0  94.3  2.8  0.9  0.0  1.9  100.0 106 

 94.3         
The risk management system is effectively 
implemented. 

0.0  94.3  2.8  1.9  0.9  0.0  100.0 106 

 94.3         
Advanced technology systems are effectively 
implemented. 
 

0.0  93.4  4.7  0.9  0.0  0.9  100.0 106 

 93.4         
Advanced information technology systems are 
effectively implemented. 

0.0  93.4  4.7  0.9  0.0  0.9  100.0 106 

 93.4         
Access to available and relevant information is easy 
to access and effective. 

0.0  93.4  5.7  0.0  0.9  0.0  100.0 106 

 93.4         
Overall Quality of Systematic Management  0.0 97 2 1 0.0 0.0 100.0 100 
 97.0         
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   Table 4.16  Percentages of Score of Quality of Systematic Management 

  

 Score of Quality of Systematic Management  Percent n 
4  1.9 2
5  1.0 1
6  1.9 2
7  6.7 7
8  12.5 13
9   76.0 79
Total  100.0 104

x =  8.55, SD = 1.004, Min = 4, Max = 9 
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4.1.2  Dependent Variables 

Part 3:  Superior Corporate Performance 

1)  Achieving Superior Corporate Financial Performance 

According  to  table  4.17,  there  are four  statements  about  achieving 

superior corporate financial performance. “Growth Performance,” was ranked number 

1, where the percent frequency distribution of high plus very high was 94.4 percent. It 

can  be  interpreted  that  superior  and  excellence.  In  addition,  for  “Profitability 

Performance,”  “Products  &  Service  Quality  Performance,” and  “Market  Share 

Performance”  the  percent  frequency  distribution  of  high  plus  very  high  was  94.3, 

94.3,  and  93.4  percent,  respectively.  They  were  superior  and  excellent,  too.  

In conclusion, the overall achievement of superior corporate financial 

performance was at 97.1 percents and was superior and excellent.  

According  to  table  4.18,  when  they  ranked  their  organization  by 

themselves, the results showed that the average score of achieving superior corporate 

financial performance was 8.82, the maximum was 10, and the minimum was 4. Most 

respondents,  92.2  percent,  thought  that  their  organization  had  a  score  of  achieving 

superior corporate financial performance of 9.  
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Table 4.17  Percentages of Achieving Superior Corporate Financial Performance 

 

Statements  Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

Growth Performance 1.9  92.5  4.7  0.9  0.0  0.0  100.0 106 
 94.4           
Profitability Performance 89.6  4.7  5.7  0.0  0.0  0.0  100.0 106 
 94.3           
Products & Service Quality Performance 89.6  4.7  5.7  0.0  0.0  0.0  100.0 106 
 94.3           
Market Share Performance 84  9.4  4.7  0.9  0.9  0.0  100.0 106 
 93.4           
Overall Financial Performance 1.0 95.1 3.9 0.0 0.0 0.0 100.0 102 
 96.1       
Overall Achievement of Superior Financial 
Performance 

94.1 3.0 3.0 0.0 0.0 0.0 100.0 101 

 97.1       
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  Table 4.18  Percentages of Score of Achieving Superior Corporate Financial Performance 

 

Score of Achieving Superior Corporate Financial Performance   Percent n
4  2.0 2
5  1.0 1
7  1.0 1
8  2.9 3
9  92.2 94
10  1.0 1
Total  100.0 102

x= 8.82, SD =  0.837, Min = 4, Max = 10 
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2)  Achieving Superior Corporate Social Performance 

According to table 4.19, there were twelve statements about achieving 

superior corporate social performance. “Employee Collaboration” was number 1; the 

percent  frequency  distribution of  high  plus  very  high  was  98.1  percent.  This  can  be 

interpreted  as  superior  and  excellent.  “Good  Image  of  Strong  Leadership  from  a 

Social  Perspective”  and  “Rate  of  Reorder  and  Repurchase  of  Customers”  were  96.2 

percent, both superior and excellent as well. However, there were two questions that 

most respondents thought were low and where the percent frequency distribution was 

more  than  90  percent:  “Number  of  Grievances  from  Unionized  Employees”  at  96.2 

percent  and  “Rate  of  Claim  and  Rejection by  Customers”  at  92.5  percent.  They  are 

negative questions, so this implies that they were superior and excellent as well.  

In  conclusion,  the  overall  achievement  of  superior  corporate  social 

performance  was  at  95.0  percent,  with  a  percent  frequency  distribution  of  high  plus 

very high, meaning superior and excellent.  

According  to  table  4.20,  when  the  respondents  ranked  their 

organization  by  themselves,  the  results  showed  that  the  average  score  of  achieving 

superior  corporate  social  performance was  7.96,  and  the  maximum  was  10  and  the 

minimum was 4. Most respondents, 89.4 percent, thought that their organization had a 

score of 8 on achieving superior corporate social performance.  
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  Table 4.19  Percentages of Achieving Superior Corporate Social Performance 
 

Statements  Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

Employee collaboration 0.0  98.1  1.9  0.0  0.0  0.0  100.0 106 
 98.1           
Good Image of strong leadership from a social perspective  88.7  7.5  3.8  0.0  0.0  0.0 100.0 106 
 96.2           
Rate of reorder and repurchase of customers 89.6  6.6  3.8  0.0  0.0  0.0  100.0 106 
 96.2         
Number of grievances from unionized employees  0.0  0.0  3.8  2.9  85.7  7.6  100.0 105 
  100.0   
Customer brand royalty 1.9  93.4  4.7  0.0  0.0  0.0  100.0 106 
 95.3         
Products and services are valuable in the customers’ view  88.7  5.7  5.7  0.0  0.0  0.0 100.0 106 
 94.4           
Good image of organization  from a social perspective  1.9  92.5  4.7  0.9  0.0  0.0  100.0 106 

 94.4         
Employee satisfaction 1.9  90.6  6.6  0.9  0.0  0.0  100.0 106 
 92.5         
Introduction of new products and services 88.7  3.8  7.5  0.0  0.0  0.0  100.0 106 
 92.5           

Rate of claim and rejection by customers 0.0  0.9  6.6  3.8  86.8  1.9  100.0 106 
  99.1   
Improvement of existing products and services 88.7  2.8  7.5  0.9  0.0  0.0  100.0 106 

 91.5           
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Table 4.19 (Continued)  

 

Statements  Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

 Percentage of employees surveyed who agreed that their 
workplace was safe and comfortable 

1.8  88.3  5.4  0.0  0.0  0.0  100.0 106 

 90.1       
Overall Social Performance 92.2  2.9  4.9  0.0  0.0  0.0  100.0 102 
 95.1           
Overall Achievement of Superior Social Performance 94.0  1.0  5.0  0.0  0.0  0.0  100.0 100 
 95.0       
 

Table 4.20  Percentages of Score of Achieving Superior Corporate Social Performance 
 

Score of Achieving Superior Corporate Financial Performance   Percent n
5  1.0 1
6  2.9 3
7  1.9 2
8  89.4 93
9  2.9 3
10  1.9 2
Total  100.0 104

x= 7.96, SD =  0.573, Min = 5, Max = 10 
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3)  Achieving Superior Corporate  Performance 

According  to  table  4.21,  the  overall  achievement  of  superior 

corporate  performance  was  superior and  excellent  because  the  percent 

frequency distribution of high plus very high was 95.9 percent.  

According  to  table  4.20,  when  the  informants  ranked  their 

organization  by  themselves,  the  results showed  that  the  average  score  of 

achieving superior corporate performance was 7.94, the maximum was 10, and 

the  minimum  was  6.  Most  respondents,  75.2  percent,  thought  that  their 

organization had a score of achieving superior corporate social performance at 8.      
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Table 4.21  Percentages of Achieving Superior Corporate Performance 

 

 Very 
High 

High Medium Low Very 
Low 

Never 
Seen 

Percent n 

Overall Achievement of Superior Corporate 
Performance 

95.9 0.0 4.1 0.0 0.0 0.0 100.0 98 

 95.9         
 
  

Table 4.22  Percentages of Score of Achieving Superior Corporate Performance 
 

Score of Achieving Superior Corporate Performance  Percent n 
6  10.1 11 
7  1.8 2 
8  75.2  82 
9  10.1 11 
10  2.8 3 
Total  100.0 109 

x =  7.94, SD = 0.797, Min = 6, Max = 10 
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Before analyzing the next step by bivariate analysis, Jame A. Davis (quoted in 

Pichit Pitakthepsombat, 2005) recommended to “make sure your variables vary.” This 

means  that  the  perspective  among  the  respondents  should  differ  at  a  statistically 

significant  level.  The  results  of  the  description  by  uninvariate  show  that  most 

respondents,  more  than  50  percent,  have the  same  perspective  on  the  managerial 

characteristic  dimension  and  achieving  superior  performance  in  terms  of  their  being 

superior and excellent, as can be seen in Table 4-5 to 4-22.  

This  means  that  these  variables  do not  vary;  univariate  description  is 

statistically enough, and it is not necessary for the researcher to analyze the next step 

objectives which are set at the first time (Pichit Pitakthepsombat, 2005: 464). In addition 

this  means  that  there  are  no  significant  differences  between  the  characteristics  of 

managerial  dimensions  for achieving  superior  corporate  performance  of  listed 

organizations on the MAI and SET on the Stock Exchange of Thailand.  

Therefore, the bivariate and multivariate analysis of these variables may not be 

necessary  for  analyzing  the  next  step. However,  answer  by  using  only  univariate 

description maybe easily error as Jame A. Davis (Davis, as cited in, Pichit Pitakthepsombat, 

2005:  465)  has  stated  that  one  should  beware  of  one–variable  findings,  unless  they 

come  from  ratio  scales.  Fortunately,  at  the  end  of  the managerial  characteristics 

dimension  and  achieving  superior  performance  variables,  there  were  ratio  scale 

questions by the respondent self-rated from 0 to 10. The next section will be explained. 

  

4.2  Impact of Six Independent Variables on Achieving Superior Corporate  

      Performance  

  

If researchers use multiple regression analysis, the minimum desirable sample 

size  of  each  independent  variable  which  generates  statistical  power  and 

generalizability of the results is between15 to 20 (Hair, Anderson, Tatham, and Black, 

quoted  in  Jitlada,  2008:  92).  This  study  includes  six  independent  variables,  so  the 

minimum  desirable  sample  size  is  from  90  to  120.  There  were  110  responding 

companies, so this size was sufficient to run multiple regressions which fulfilled the 

minimum requirement.  

Independent variables, that is, the characteristics of the managerial dimension 

in  terms  of  “Background  of Corporate  Performance:  BCP,”  “Quality  of  Organizational 
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Characteristics:  QOC,”  “Quality  of  Strategic  Leadership  Level:  QSLL,”  “Quality  of 

Human  Resources:  QHR,”  “Quality  of  Financial  Resources:  QFR,”  and  “Quality  of 

Systematic  Management:  QSM,”    and  the dependent  variables;  that  is,  achieving 

superior corporate performance in terms of “Achieving Superior Corporate Financial 

Performance:  ASCFP”  and  “Achieving  Superior  Corporate  Social  Performance: 

ASCSP” were entered to analyze the regression by SPSS for Windows version 15. 

There were two sources for these independent and dependent variables for the 

regression  analysis.  Firstly,  six  independent  variables  and  two  dependent  variables 

from  computing  all  questions  in  these  variables  in  terms  of  ordinal  scale  by 

transforming   computing  the  variable  of  SPSS  for  Windows  version  are  analyzed 

first.  Finally,  six  independent  variables  and  two  dependent  variables  from  the 

respondents’ self-rating score (0 to 10) in terms of ratio scale were arrived at, as can 

be seen in figure 4.1. 

 

 

 

BCP      ASCFP 

   

QOC   

   

QSLL      ASCSP 

   

QHR   

   

QFR      ASCP 

   

QSM   

 

 

Figure 4.1  Running Regressions between Independent and Dependent Variables  

                   from Two Sources 

Independent Variables Dependent Variables 
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Table 4.23  Standardized Regression Coefficient Interpretation Criteria 

  

Standardized Regression Coefficients 
(Beta : β) 

Interpretation 

0.00 No association 
0.01 – 0.09 Trivial relationship 
0.10 – 0.29 Low to moderate relationship 
0.30 - 0.49 Moderate to substantial 
0.50 – 0.69 
0.70 – 0.89 
0.90 
1.00 

Substantial to very strong 
Very strong relationship 

Near perfect 
Perfect 

 

Source:  Adapted from De Vaus, 2002: p 259, as cited in, Jitlada, 2008 

 

According to table 4.24, the first time of analyzing the regression, the results 

from the left hand side of this table shows that Background of Corporate Performance 

(BCP) and Quality of Financial Resource (QFR) were negatively related to achieving 

superior  corporate  financial  performance,  with  a  Beta  =  -0.031  and  -0.228 

respectively. Regression analysis revealed that the model significantly predicted F = 

139.018,  p  =  0.000.  The  R  Square  (R2)  for  the  model  was  0.894.  There  were  four 

variables  which  were  extremely  strong  in  predicting  achieving  superior  corporate 

financial performance, as follows: 1) QSM = Quality of Systematic Management (t = 

6.954, p = 0.000, β = 0.494 = Moderate to substantial); 2) QHR = Quality of Human 

Resources  (t  =  3.154,  p  =  0.002, β  =  0.348  =  Moderate  to  substantial);  3)  QSLL  = 

Quality  of  Strategic  Leadership  Level  (t=2.918,  p=0.004, β  =  0.292  =  Low  to 

moderate relationship); and 4) QFR = Quality of Financial Resources (t=-2.804, p = 

0.006, β = -0.228 = Low to moderate relationship), respectively. These variables were 

the  best  predictors  in  terms  of  explaining  89.40  percent  of  achieving  superior 

corporate financial performance.  

In  addition,  the  results  from  the  right  hand  side  of  this  table  show  that 

Background  of  Corporate  Performance  (BCP) and  Quality  of  Strategic  Leadership 

Level  (QSLL)  were  negatively  related  to the  score  on  achieving superior  corporate 

financial  performance,  with  Beta  =  -0.123  and  -0.057,  respectively.  Regression 

analysis revealed that the model significantly predicted F = 195.438, and p = 0.000. 
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The R2 for the model was 0.927. There were four variables for predicting the score of 

achieving  superior  corporate  financial  performance;  that  is,  1)  QHR  =  Quality  of 

Human  Resources  (t=  9.776,  p=0.000, β = 0.669  =  Substantial  to  very  strong);  2) 

QOC = Quality of Organizational Characteristics (t= 5.173, p=0.000, β = 0.255 = Low 

to  moderate  relationship);  3)  BCP  =  Background  of  Corporate  Performance  (t=  -

3.609, p=0.000, β = 0.128 = Low to moderate relationship); and 4) QSM = Quality of 

Systematic  Management  (t=3.350,  p=0.001, β  =-0.123=  Low  to  moderate 

relationship),  respectively,  which  were  ranked  from  extremely  strong  in  association 

with  achieving  superior  corporate  financial  performance).  These  variables  were  the 

best predictors for explaining 92.70 percent of achieving superior corporate financial 

performance. 

In  conclusion,  there  were  different  independent  variables  for  explaining  the 

achievement of superior corporate financial performance from two sources in terms of 

QSLL and QFR, and BCP and QOC. There were no different independent variables 

for explaining achieving superior corporate financial performance from two sources in 

terms of QHR and QSM. 
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Table 4.24  Regression Analysis of Achieving Superior Corporate Financial Performance 

 

 From Compute Variable Source From Respondents’ Self-rating Score Source 

Variables  b  Beta  t  Sig  B  Beta  t Sig 

(Constant) 0.291    1.331  0.186  -1.356    -2.672  0.009 
BCP -0.035  -0.031  -0.566  0.573 -0.197 -0.123(4) -3.609 0.000 
QOC 0.163  0.128  0.932  0.353 0.356 0.255(2) 5.173 0.000 
QSLL 0.339 0.292 (3) 2.918 0.004 -0.092  -0.057  -1.440  0.153 
QHR 0.314 0.348 (2) 3.154 0.002 1.030 0.669(1) 9.776 0.000 
QFR -0.298 -0.228 (4) -2.804 0.006 0.118  0.092   2.106  0.038 
QSM 0.553 0.494 (1) 6.954 0.000 0.090 0.128(3) 3.350 0.001 

Statistics  R=0.945, R2 = 0.894, Adjusted R2= 0.887, F = 
139.018, p = 0.000 

R=0.657, R2= 0.432, Adjusted R2= 0.396, F = 11.909, p = 
0.000 

ASCFP =f(QSLL,QHR, QFR, QSM) ASCFP =f(BCP,QOC,QHR, QSM) 

ASCFP = 0.291 +  0.339*QSLL + 0.314*QHR - 
0.298*QFR + 0.553*QSM 

ASCFP = -1.356 - 0.197*BCP + 0.356*QOC + 1.030*QHR + 
0.090*QSM 

Structural 
Equations  

ASCFP = 0.291+ 0.339*2.918 + 0.314*3.154 -
0.298*(-2.804) + 0.553*6.954 = 6.952 

ASCFP = -1.356 - 0.197*BCP + 0.356*QOC + 1.030*QHR + 
0.090*QSM = 11.576 
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According  to  table  4.25,  the  second  time  of  analyzing  the  regression,  the 

results  from  the  left  hand  side  of  this  table  show  that Background  of  Corporate 

Performance  (BCP)  and  Quality  of  Systematic  Management(QSM)  were  negatively 

related to achieving superior corporate social performance, with a Beta = -0.108 and -

0.404,  respectively.  Regression  Analysis revealed  that  the  model  significantly 

predicted F = 167.777, p = 0.000. The R2 for the model was 0.910. There were four 

variables  for  predicting  achieving  superior  corporate  social  performance;  that  is,  1) 

QOC  =  Quality  of  Organizational  Characteristics  (t=4.505,  p=0.000, β  =  0.569  = 

Substantial  to  very  strong),  2)  QHR  =  Quality  of  Human  Resources  (t  =  4.090,  p  = 

0.000, β = 0.415  =  Moderate  to  substantial), 3)  QSM  =  Quality  of  Systematic 

Management (t= -6.193, p=0.000, β =-0.404= Moderate to substantial), and 4) QFR = 

Quality  of  Financial  Resources  (t=4.651,  p  =  0.000, β  =0.347=  Moderate  to 

substantial),  respectively,  which  ranked  from  extremely  strong  in  association  with 

achieving  superior  corporate social  performance.  These  variables  were  the  best 

predictors and were able to explain 91 percent of achieving superior corporate social 

performance. 

In addition, the results from the right hand side of this table show that Quality 

of  Human  Resources  (QHR) was  only  negatively  related  to  achieving  superior 

corporate social performance, with a Beta = -0.156. Regression Analysis revealed that 

the  model  significantly  predicted  F  =  26.061,  p  =  0.000.  The  R2  for  the  model  was 

0.625. There was only one variable for predicting achieving superior corporate social 

performance; that is, QFR = Quality of Financial Resources (t = 2.106, p = 0.038, β = 

0.760  =  Very  strong  relationship),  which  was  extremely  strong  in  association  with 

achieving  superior  corporate social  performance.  These  variables  were  the  best 

predictors, able to explain 62.50 percent of the score of achieving superior corporate 

social performance. In  conclusion,  there  were  different  independent  variables  for 

explaining  achieving  superior corporate  social  performance  from  the  two  sources  in 

terms  of  QOC,  QHR  and  QSM.  There  were no  different  independent  variables  for 

explaining  achieving  superior  corporate  financial  performance  from  the  two  sources 

in terms of QFR. 
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Table 4.25  Regression Analysis of Achieving Superior Corporate Social Performance 

 

 From Compute Variables Source From Respondents’ Self-rating Score Source 

Variables b Beta t Sig B Beta t Sig 

(Constant) 1.663  16.880 0.000 1.911  2.131 0.036 
BCP -0.060 -0.108 -2.160 0.033 0.054 0.043 0.554 0.581 
QOC 0.356 0.569(1) 4.505 0.000 0.035 0.032 0.295 0.768 
QSLL 0.032 0.056 0.604 0.547 0.160 0.125 1.417 0.160 
QHR 0.183 0.415(2) 4.090 0.000 -0.189 -0.156 -1.177 0.242 
QFR 0.223 0.347(4) 4.651 0.000 0.674 0.760(1) 8.781 0.000 
QSM -0.222 -0.404(3) -6.193 0.000 0.039 0.073 0.834 0.407 

Statistics  R=0.954, R2= 0.910, Adjusted R2=0.905, F = 
167.777, p = 0.000 

R=0.790, R2= 0.625, Adjusted R2=0.601, F = 26.061, p = 
0.000 

ASCFP =f(QOC, QHR, QFR, QSM) ASCSP =f(QFR) 
ASCSP = 1.663 + 0.356*QOC + 0.183*QHR + 
0.223*QFR - 0.222*QSM 

ASCSP = 1.911 +  0.674*QFR 
Structural 
Equations  

ASCSP = 1.663 + 0.356*4.505 + 0.183*4.090 + 
0.223*4.651- 0.222*(-6.193)  = 6.427 

ASCSP = 1.911 +  0.674*8.781 = 7.829 
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According to table 4.26, the last time the regression was analyzed, the results 

from the left hand side of the table show that Background of Corporate Performance 

(BCP) and Quality of Financial Resources (QFR) were negatively related to achieving 

superior  corporate  performance,  with  a Beta  =  -0.059  and  -0.040,  respectively. 

Regression  Analysis  revealed  that  the model  significantly  predicted  F  =  215.334,  p 

=0.000.  The  R2  for  the  model  was  0.929.  There  were  four  variables  for  predicting 

achieving  superior  corporate  performance;  that  is,  1)  QHR  =  Quality  of  Human 

Resources  (t  =  4.272,  p  =  0.000, β  =  0.386 =  Moderate  to  substantial),  2)  QOC  = 

Quality of Organizational Characteristics (t = 2.532, p = 0.013, β = 0.285 = Low to 

moderate relationship), 3) QSLL = Quality of Strategic Leadership Level (t = 2.728, p 

=  0.008, β  =  0.224  =  Low  to  moderate  relationship),  and  4)  QSM  =  Quality  of 

Systematic  Management  (t  =  3.562,  p  =  0.001, β  =  0.207  =  Low  to  moderate 

relationship),  respectively,  which  ranked extremely  strong  in  association  with 

achieving superior corporate performance. These variables were the best predictors in 

terms of explaining 92.90 percent of achieving superior corporate performance. 

In  addition,  the  results  from  the  right  hand  side  of  the  table  show  that 

Background  of  Corporate  Performance  (BCP)  and  Quality  of  Financial  Resources 

(QFR)  were  negatively  related  to  achieving  superior  corporate  performance,  with  a 

Beta = -0.295 and -0.485, respectively. Regression Analysis revealed that the model 

significantly predicted F = 11.909, p = 0.000. The R2 for the model was 0.657. There 

were three variables for predicting achieving superior corporate performance; that is, 

1) QFR = Quality of Financial Resources (t= -4.559, p=0.000, β =-0.485 = Moderate 

to substantial), 2) QHR = Quality of Human Resources (t=2.835, p=0.006, β =-0.462 

= Moderate to substantial), and 3) BCP = Background of Corporate Performance (t= - 

3.122, p=0.002, β =-0.295 = Low to moderate relationship), respectively, which were 

ranked  extremely  strong  in  association  with  achieving  superior  corporate 

performance.  These  variables  were  the  best  predictors  in  terms  of  explaining  43.20 

percent of achieving superior corporate performance. 

In  conclusion,  there  were  different independent  variables  for  explaining 

achieving  superior  corporate performance  from  the  two sources  in  terms  of  BCP, 

QOC,  QSLL,  QFR  and  QSM.  There  were  no different  independent  variables  for 

explaining achieving superior corporate performance from the two sources in terms of 

QHR. 
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Table 4.26  Regression Analysis of Achieving Superior Corporate Performance 

 

 From Compute Variables Source  From Respondents’ Self Rating Score Source 

Variables  b  Beta  t  Sig  B  Beta  t  Sig 

(Constant) 1.954    7.639  0.000  4.575    3.545  0.001 
BCP -0.095  -0.059  -1.316  0.191 -0.434  -0.295(3)  -3.122  0.002 
QOC 0.519  0.285(2)  2.532  0.013 0.299  0.237  1.774  0.079 
QSLL 0.371  0.224(3)  2.728  0.008 0.263  0.176  1.614  0.110 
QHR 0.498  0.386(1)  4.272  0.000  0.654  0.462(2)  2.835  0.006 
QFR -0.075  -0.040  -0.606  0.546 -0.504  -0.485(1)  -4.559  0.000 
QSM 0.331  0.207(4)  3.562  0.001 0.139  0.222  2.058  0.042 

Statistics  R=0.964, R2 = 0.929, Adjusted R2=0.925, F = 
215.334, p = 0.000 

R=0.657, R2= 0.432, Adjusted R2= 0.396, F = 11.909, p 
= 0.000 

ASCP =f(QOC, QSLL, QHR, QSM) ASCP =f(BCP,QHR,QFR) 
ASCP = 1.954 + 0.519*QOC + 0.371*QSLL 
+ 0.498*QHR +0.331*QSM 

ASCP = 4.575 - 0.434*BCP+0.654*QHR - 0.504*QFR  
Structural 
Equations  

ASCP = 1.954 + 0.519*2.532+ 0.371*2.728 + 
0.498*4.272 + 0.331*3.562 = 7.587 

ASCP = 4.575 - 0.434*(-3.122) + 0.654*2.835 - 0.504*(-
4.559) = 10.082 
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4.3  Hypothesis Testing 

 

The key research hypothesis was “The characteristic of managerial dimensions 

(CMCD)  is  able  to  drive  an  organization  to  achieve  superior  corporate  performance 

(ASCP).”  

 

There  were  two  sources  of  the  independent  and  dependent  variables  for 

analyzing the regression, as can be seen in figure 4.2. Firstly, the characteristics of the 

managerial dimension and achieving superior corporate performance from computing 

all  independent  variables  which  were  the  results  of  sum  all  statements  in  each 

independent variable by SPSS for Windows version 15. Finally, the characteristics of 

the  managerial  dimension  and  achieving  superior  corporate  performance  from  the 

respondents’ self- rating score (0 to 10).  

 

Independent Variable  Dependent Variable 

   

CMCD  ASCP 

 

 

Figure 4.2  Running Regressions between Independent and Dependent Variables 

 

The  statistical  results  support  this  key  hypothesis,  “The  characteristic  of 

managerial dimensions (CMCD) is able to drive an organization to achieve superior 

corporate performance (ASCP)” (see table 4.24 to 4.27, paticularly in table 4.27). 

According to table 4.27, the results from the left hand side of this table show 

that the characteristics of the managerial dimension (CMCD) was positively related to 

achieving superior corporate performance (ASCP), Beta = 0.949 = Near perfect. The 

Regression analysis revealed that the model significantly predicted F = 933.886, p = 

0.000.  The  R2  for  the  model  was  0.900.  The  characteristics  of  the  managerial 

dimension  (CMCD)  (t=30.560,  p=0.000)  were  the  best  predictors  in  terms  of 

explaining 90.00 percent of achieving superior corporate performance (ASCP). 
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In  addition,  the  results  from  the  right  hand  side  of  the  table  show  that the 

characteristics  of  the  managerial  dimension  (CMCD)  was  positively  relate  to 

achieving  superior  corporate  performance  (ASCP),  Beta  =  0.871  =  Very  strong 

relationship. The regression analysis revealed that the model significantly predicted F 

=  307.521,  p  =  0.000.  The  R2  for  the  model  was  0.758.  The  characteristics  of  the 

managerial  dimension  (t=17.536,  p=0.000)  were  the  best  predictors  in  terms  of 

explaining 75.80 percent of achieving superior corporate performance (ASCP). 

In  conclusion,  the  results  show  that  “the  characteristics  of  the  managerial 

dimension  (CMCD)  are  able  to  drive  the  organization  to  achieve  superior  corporate 

performance (ASCP).” “The characteristics of managerial dimension (CMCD)” from 

compute  six  compute  variables  were  able to  explain  achieving superior  corporate 

performance  more  than  “the  characteristics  of  the  managerial  dimension  (CMCD)” 

from the respondents’ self-rating explain (90.00 percents: 75.80 percents).  
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Table 4.27  Regression Analysis of Achieving Superior Corporate Performance by the Characteristics of Managerial Dimension (CMCD) 

 

 From Compute Variables Source From Respondents’ Self Rating Score Source 

Variables  b  Beta  t  Sig  b  Beta  t Sig 

(Constant) 1.391    6.125  0.000  -0.516    -0.520  0.604 
CMCD 0.281 0.949 30.560 0.000 0.374 0.871 17.536 0.000 

Statistics  R=0.949,  R2  =  0.900,  Adjusted  R2=  0.899,  F  = 
933.886, p = 0.000 

R=0.871, R2= 0.758, Adjusted R2= 0.756, F = 307.521, p 
= 0.000 

ASCP = f (CMCD) ASCP = f (CMCD) 
ASCP = 1.391+0.281*CMCD ASCP = -0.516+0.374*CMCD 

Structural 
Equations  

ASCP = 1.391+0.281*30.560 = 9.978 ASCP = -0.516+0.374*17.536  = 6.042 
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In  addition,  each  independent  variable was  entered  to  run  a  regression  for 

testing  “which  characteristics  of  the  managerial  dimension  (X)  of  organizational 

superior  performance  were  extremely  strong  in  association  with  organizations’ 

superior performance (Y),” as can be seen in figure 4.2.  

There  were  two  sources  of  each  independent,  “Background  of  Corporate 

Performance:  BCP,”  “Quality  of  Organization  Characteristics:  QOC,”  “Quality  of 

Strategic  Leadership  Level:  QSLL,”  “Quality  of  Human  Resources:  QHR,”“Quality 

of  Financial  Resources:  QFR”,  and  “Quality  of  Systematic  Management:  QSM,  and 

dependent  variable,  achieving  superior  corporate  performance,  for  analyzing  the 

regression. The first source was  independent  and  dependent variables from compute 

variable  technique  by  SPSS  for  Windows version  15.  The  second  source  was 

independent and dependent variables from the respondents’ self-rating score (0 to 10). 

According  to  figure  4.3,  the  results  show  that  in  terms  of  computing  the 

variable, Quality of Human Resources: QHR was extremely strong in association with 

organizations’  superior  performance  because the  standardized  regression  coefficient 

(βcom)  was  0.943  (Near  perfect).  Regression  Analysis  revealed  that  the  model 

significantly  predicted  F  = 835.403,  p  =  0.000.  The  R2  for  the  model  was  0.889. 

Quality of Human Resources (t=28.903, p=0.000) was the best predictor, which was 

able  to  explain  88.90  percent  of  achieving superior  corporate  performance  (ASCP).  

In  terms  of  respondents’  self - rating score, Quality of Organization Characteristics: 

QOC  was  extremely  strong  in  association  with  organizations’  superior  performance 

because  the  standardized  regression  coefficient  (βsr)  was  0.674(substantial  to  very 

strong). The Regression Analysis revealed that the model significantly predicted F = 

82.485,  p  =  0.000.  The  R2  for  the  model  was  0.454.  Quality  of  Organization 

Characteristics  (t=9.082,  p=0.000)  was  the best  predictor  and  was  able  to  explain 

0.454 percent of achieving superior corporate performance (ASCP) 

. 
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BCP 

(6) (βcom* = 0.694, βsr** = 0.275) (6) 

(Substantial to very strong, Low to 
moderate relationship) 

 

ASCP 

   

QOC 

(2) (βcom* = 0.942, βsr** = 0.674) (1) 

(Near perfect, Substantial to very strong) 

 

 

   

QSLL 

(3) (βcom* = 0.903, βsr** = 0.357) (5) 

(Near perfect, Moderate to substantial) 

 

 

   

QHR 

(1) (βcom* = 0.943, βsr** = 0.642) (2) 

(Near perfect, Substantial to very strong) 

 

 

   

QFR  

(4)(βcom* = 0.861, βsr** = 0.637)  (4) 

(Very strong relationship, Substantial to 

very strong) 

 

 

   

QSM  

(5)(βcom* = 0.818, βsr** = 0.641) (3)   

(Very strong relationship, Substantial to 
very strong) 

 

 

 

Figure 4.3  Running Regressions between Each Independent and Dependent Variable  

                    from Two Sources 

Note:  βcom* = Beta from computing variable, and βsr** = Beta from respondents’ self-rating 

Independent Variables Dependent Variables 
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4.4  Summarizing the Quantitative Analysis 

  

1)  There  were  superior  and  excellence results  in  terms  of  overall  corporate 

performance  background,  overall  quality  of organization  characteristics,  overall  of 

quality  of  strategic  leadership  level,  and overall  quality  of  systematic  management 

(see table 4.5, 4.7, 4.9, and 4.13). 

2)  The  overall  quality  of  human  resources  and  overall  quality  of  financial 

resource were good (see table 4.11, and 4.15). 

3)  There  was  superiority  and  excellence in  terms  of  overall  achievement  of 

superior  corporate  financial  performance, overall  achievement  of  superior  corporate 

social performance, and overall achievement of superior corporate performance (see 

table 4.17, 4.19, and 4.21). 

4)  The  characteristics  of  the  managerial  dimension  were  able  to  drive  the 

organization  to  achieve  superior  corporate  performance.   The  statistical  results 

were supported (see table 4.27). 

 5)  “The  characteristics  of  the  managerial  dimension”  from  computing 

variable  were  able  to  explain  achieving  superior  corporate  performance  more  than 

“The  characteristics  of  the  managerial  dimension”  from  the  respondents’  self-rated 

explanation  (90.00  percent:  75.80  percent).   The  statistic  results  have  supported 

(see table 4.27). 

 6)  The  higher  the  score  of  the  characteristics  of  the  managerial  dimension 

(Beta  =  0.949  from  the  computed  variable  (Beta  =  0.871  from  respondents’  self-

rating), the higher the score of achieving superior corporate performance (9.978 from 

the  computed  variable;  6.042  from the  respondents’  self-rating)   The  statistical 

results were supported (see table 4.27). 

7)  From  computing  the  variable  source,  the  quality  of  strategic  leadership 

level, quality of human resources, the quality of financial resources, and the quality of 

systematic management were extremely strong in association with achieving superior 

corporate  financial  performance;  from  the  respondents’  self  rating  score  source, 

background of corporate performance, quality of organization characteristics, quality 

of human resource, and quality of systematic management were extremely strong in 
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association with achieving superior corporate financial performance (see table 4.28). 

 The statistical results were supported. 

8)  From  computing  the  variable  source,  the  quality  of  the  organization’s 

characteristics, the quality of human resources, the quality of financial resources, and 

the  quality  of  systematic  management  were  extremely  strong  in  association  with 

achieving  superior  corporate social  performance;  from the  respondents’  self-rating 

score  source,  the  quality  of  financial  resources  was  extremely  strong  in  association 

with  achieving  superior  corporate  social  performance  (see  table  4.28).   The 

statistical results were supported. 

9)  From  computing  the  variable  source,  the  quality  of  organizational 

characteristics,  the  quality  of  strategic  leadership  level,  the  quality  of  human 

resources,  and  the  quality  of  systematic  management  were  extremely  strong  in 

association  with  achieving  superior  corporate  performance;  from  the  respondents’ 

self-rating  score  source,  background  of  corporate  performance,  quality  of  human 

resources, and quality of financial resources were extremely strong in association with 

achieving  superior  corporate performance  (see  table  4.28).   The  statistical  results 

were supported. 

10)   From computing the variable source, the quality of human resources was 

extremely strong in association with achieving superior corporate performance; from 

the respondents’ self-rating score source, the quality of organizational characteristics 

was  extremely  strong  in  association  with achieving  superior  corporate  performance 

(see figure 4.3)  The statistical results were supported. 
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  Table 4.28  Comparison of Running Regression Results 

 

 
From Computed 
Variables Source 

From Respondents’ 
Self-Rating Score 
Source 

BCP 
QOC 
 QSLL  
QHR                  ASCFP 
QFR 
QSM 

QSLL  
QHR                 ASCFP 
QFR 
QSM 

BCP 
QOC              ASCFP 
QHR 
QSM 

BCP 
QOC 
QSLL  
QHR                    ASCSP 
QFR 
QSM 

QOC 
QHR                 ASCSP 
QFR 
QSM 
 
 

QFR                  ASCSP 
 

BCP 
QOC 
 QSLL  
QHR                       ASCP 
QFR 
QSM 

QOC 
QSLL                   ASCP 
QHR   
QSM 

BCP 
QHR                     ASCP 
QFR 
 

The key characteristics of 

managerial dimensions 

(X), which are extremely 

strong in association with 

becoming superior 

performance organizations 

(Y) 

QHR                     ASCP 
 

QOC                     ASCP 
 

 

CMCD  ASCP 9.978 6.042 
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 4.5  Discussion the Quantitative Analysis 

 

The research findings, as mentioned above, can explain the reason why some 

organizations outperform other organizations and answer the key research objective as 

follows. 

1)  Organizations  outperform  other  organizations  because  of  the 

characteristics  of  the  managerial  dimensions  in  terms  of  corporate  performance 

background,  quality  of  organization  characteristics,  quality  of  strategic  leadership 

level, quality of systematic management, quality of human resources, and quality of 

financial resource.  

This conclusion and result are supported by the superior performance 

organization  literature  (see  figure  2.9  Superior  Performance  Framework:  Integrated 

the  Resource-Based  View  of  the  Firm,  Strategic  Entrepreneurship,  and  Resource 

Dependency Perspective).  

Moreover,  in  literature  of  the  organizational  effectiveness  (see  figure 

22 and table 2.17 The Characteristics of the Organizational Effectiveness Context: an 

Integrated Perspective). They support this result, too. As a result, the characteristic of 

the  managerial  dimension  are  able  to  drive  the  organization  to  achieve  superior 

corporate performance as can be seen in 4.2.4. Thus, key hypothesis is supported. 

2)  Organizations  outperform  other organizations  because  there  is  a 

relationship  between  the  characteristics of  the  managerial  dimensions  (key 

determinant factors) and superior performance.  

The results show that the characteristics of the managerial dimensions 

positively  affected  achieving  superior  corporate  performance  (Beta  from  computed 

variables  source  =  0.949, and  Beta  from  respondents’  self-rating  score  source  = 

0.871).  The  direct  influence  of  the  characteristics  of  the  managerial  dimensions  on 

achieving superior corporate performance implies that if organizations generate more 

quality  of  the  characteristics  of  the  managerial  dimensions  -  corporate  performance 

background,  quality  of  organization  characteristics,  quality  of  strategic  leadership 

level, quality of systematic management, quality of human resources, and quality of 

financial resource – this will assist organizations to achieve superior performance. 
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3)  Organizations  outperform  other  organizations  because  there  is  an 

extremely  strong  in  relationship  between  quality  of  human  resource  and  achieving 

superior corporate performance (β = 0.943 = Near perfect), as can be seen in figure 4.3.  

The  direct  influence  of  quality  of  human  resource  on  achieving 

superior  corporate  performance  implies  that  if  organizations  have  quality  of  human 

resource,  such  as  “Your  staff  specializes  and  professionalizes  in  their  field,”  “Your 

staff  has  superior  knowledge  and  skills,”  “The  learning  in  the  individual  and 

organization  is  easy,  available,  and  collaborative,”  human  resource  in  organizations 

will drive their organization to achieve superior performance results.    

Much management and organization literature support this conclusion  

and result in of the sense that if organizations are not human resources, they will not 

be  organizations  because  organizations  are  a collection  of  people  engaged  in  specialized 

and interdependent activities to accomplish a goal or mission (Gortner, 1997: 2).  

In  addition,  some  resource  based  view  theorists  such  as  Ireland  et  al. 

(2003) and Hitt et al. (2001) have stated that human resources are one of two major 

important  resources  of  a  company’s  competitiveness  because  companies  cannot 

pursue their goals by themselves without their employees or workers and managers. 

Moreover,  in  literature,  human  resources  represent  the  “people  dimension”  which  is 

one of dimensions in key organizational performance excellence framework, as can be 

seen in Table 2.23. Furthermore, the well known studies of the key characteristics of 

superior performance organization (such as Peters and Waterman, 1982; Jones, 2005; 

Rogers and Blenko, 2006) explained the Key Characteristics of Superior Performance 

Organization which are extent explanation about the influential of the characteristics 

of the managerial dimensions, particular in terms of human resources, as can be seen 

in  section 2.3.5. 

However,  human  resource  will  not  by  them selves  assist  organizations  to  be 

superior performance organizations and achieve their ultimate goals; human resource 

with the other characteristics of the managerial dimensions will produce this required 

result (Rogers and Blenko, 2006; De Waal, 2007).  

The quality of human resources (Beta = 0.386),  the  quality  of  organizational 

characteristics (Beta = 0.285), the quality of strategic leadership level (Beta = 0.224) , 

and the quality of systematic management (Beta = 0.207) were extremely strong  in 
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association  with  achieving  superior  corporate  performance, as  can  be  seen  in  table 

4.26 and 4.28. In these dimensions, quality of human resource is rank in number one 

of  determinant  factor  which  extremely  strong  in  association  with  achieving  superior 

corporate performance, too.  

ASCP = f(QHR, QOC, QSLL, QSM) 

 The  results  indicate  that  all  of  these  characteristics  are  positively  related  to 

achieving  superior  corporate  performance. When  organizations  have  the  quality  of 

human resource with  

1)  The quality of organizations characteristics such as “Collaboration 

with  Suppliers  Network  Is  Beneficial  for  Doing  Effective  Business,”  “Smart  Vision 

Was Clear and Achievable (SMART Vision),” “Company is carefully concerned with 

strategic constituency preferences in policy and strategy statement;”   

2)  The  quality  of  strategic  leadership  level  such  as  “  The  size  of  the 

strategic  leadership  level  is  sufficient  and effective,”  “Their  expertise  can  assist  the 

corporation  to  being  a  successful  organization,”  “Their  knowledge,  skill,    and 

understanding in this corporation and business are professional;” 

3)  The  quality  of  systematic  management  such  as  “such  as  “Internal 

Communication Systems are effectively implemented, so the HR in the organization 

know  and  understand  policies  and  laws  of the  organization,”  “Many  Systematic 

management  systems  such  ISO,  GMP,  HACCP,  and  other  standards  are  implemented,” 

and  “The  risk  management  system  is  effectively  implemented.”  It  is  expected  that 

these characteristics will assist organizations in generating superior performance results.  

 

4.6  Case Study of Achieving Superior Corporate Performance  

    

Summarizing and analyzing the results from in-depth interview are described 

in this part by case study. 

 

4.6.1  Charoen Pokphand Group (CP Group) [Charoen Pokphand Foods  

           PCL.] 

1)  The Characteristics of Managerial Dimension (X) 

Charoen  Pokphand  Group  (CP  Group)  was  founded  in  1921  by  the 

Chia brothers.  It has operated for more than 100 years. It grew from a family business 



167 
 

 

as  a  small  business  to  a  big  business  with  a  global  network  of  subsidiaries  and 

businesses  much  like  Agro-Industry  & Food,  Marketing  and  Distribution, 

Telecommunications,  Seed,  Fertilizer  and Plant  Protection,  International  Trading, 

Crop Integration, Plastic, Pet Food, Automotive and Industrial Products, Real Estate 

and Land Development, and Feed Ingredients Trading at present. 

CP  Group  is  operations  and  investments  in  both  domestic  and  global 

areas, under three cores benefit philosophies; that is, Benefit to the Country, Benefit 

to the People, and Benefit to the Company, and unique organization cultures in terms 

of  Professionalism,  Product  innovation,  Customer  satisfaction,  Versatility  and 

adaptability,  Quality  products  at  lowest  prices,  Dedication  and  loyalty  of  the 

workforce. 

CP  Group’s  Mission  is  to  be  the  “Kitchen  of  the  world”.  The 

management  structure  functions  by  business  line  and  focuses only  on  core  business 

and/or businesses which relate to its core business. The key guideline and/or strategy 

to help the organization reach its end goal are that everybody must work as “an Early 

Bird Working Bee.” This means that start before others, do more than talk, study the 

strengths  of  others  and  compare  with  themselves,  and  focus  on  strong  global 

standardization. 
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Figure 4.4  Key Management Culture of CP Group 

    

The  CP  Group  considers  both  the  group’s  profitability  and  human 

resources’  well  being  at  the  same  time. This  means  that  growth  companies  with 

excellent  competence  people.  Therefore,  companies  will  focus  on  human  resource 

development  and  try  to  develop  and  assist  talented  person  to  increase  their 

competency. 

Companies  apply  and  promote  culture  as  the  development  of 

organizational  learning.  All  human  resources  within  the  group  will  be  supported  by 

technology,  and  people  with  a  computer  lead  to  be  more  communication,  more 

business operations, and a more innovative driver system.  

The  CP  Group  empathizes  with  staff  and  other  stakeholders  at  the 

same time, especially elder staff members that have more experience. Staffs will feel 

as if they are as an owner. Therefore, they love, happiness, and commit on this group 

because CP Group care employees as like as family care. 
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Honest people are important for companies, so organizational culture is 

concerned more about honesty and change. For personal development, workers agree 

to  change  culture,  change  position,  and  change  jobs,  and  these  activities  are  normal 

activities. The work culture of the group will look like play movies, so there are many 

actors,  many  actresses,  and  many  directors.  Finally,  a  diamond  person  will  appear. 

The promotion process will occur. Within this group change will occur over time and 

everyone will be ready to change and accept change.  

The structure of management is flexible. It depends on the amount of 

work  and  the  importance  of  work  that  can  be  modified  at  any  time  of  the  dynamic 

management.  The  president  and  vice  president  of  the  main  power  distribution 

management have a great committee and a committee set down in each sub-segment. 

The president and the board are usually appointed chairmen of each group to take care 

of  committee  business,  and  yield  results  as  a  control  targeted  company.  They  will 

meet  with  the  executive  committee  of  each  business  every  month  for  monitoring, 

tracking, and evaluating the performance and results of the business process.  

The company is focused on human resources and the human resource 

management  system.  The  policy  of  selection  and  recruitment  focuses  on  effective 

selection  and  recruitment  processes  in  terms  of  how  to  discover,  develop,  and  keep 

talented people. The CP Group has teams for following, tracking, and testing targeted 

talented  behaviors  which  are  a  good  grade  and/or  good  activities  since  they  are 

studying  in  excellent  universities;  if  their  requirement  fits  with  the  group’s 

circumstance,  they  will  pass  the  recruitment  process. The  CP  Group  have  a  staff 

development  plan  and  succession  plan  in  order  to  work  with  others,  teach 

organizational  culture,  learn  from  practice,  share  and  learn  from  others  through  the 

online  learning  system  and  technology  support  for  human  resource  development, 

develop  for  promotion  and  pay  the  appropriate  salary  and  benefits  through  a 

performance  measurement  and  management  system.  The  CP  Group  try  to  develop 

staffs to be five core competencies; that is, honest, focused achievement, acceptance 

of  change,  innovative  thinking,  and  seek knowledge  and  share learning  through  an 

effective knowledge management system.  

The employee satisfaction surveys helped executives to understand the 

issues  and  recommendations  of  their employees.  Performance  management,  job 
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design, evaluation system, standard salary, effective internal communication system, 

various  communications  channels  such  as  media,  the  internet,  and  other  media  will 

assist employees in being clear about and understanding CP Group policy. In addition, 

CP Group’s operational plans are prepared to signal which projects have been carried 

out already, and which were successful. These plans provide a way to check, monitor, 

and evaluate.  

Key Success Factors 

(1)  Have  executives  with  a  clear  vision.  View  highlights  with  others 

and improve the Group to be stronger all the time. Mental focus, high quality service, 

and products are essential.  

(2)  Emphasis  and  focus  on  human  resources.  Recruitment  is  a  key 

system  for  discovering  talented  people  to work  with.  An  effective  and  clear  human 

resource  management  and  development  system,  share  and  learn,  practice  makes 

perfect,  learning  by  doing  are  the  support  system  respectively  for  human  resource 

development. 

(3)  Have  a  unified  management  structure.  The  structure  is  very 

flexible.  The  district  administration  has  a  balance  between  centralization  and 

decentralization. 

(4)  Information technology is at the heart of the work. What is the best 

one  of  technology  in  the  world?  Where it  is?  Development  process  will  be 

implemented  in  terms  of  seeing,  copying, developing,  researching,  and  buying  it  all 

the  time.  Then  change  process  will  be implemented  by  learning,  accepting,  and 

changing, continuous learning and developing. This group will not stop research. For 

example, the USA is expert in chicken production technology. This group will see and 

study  it,  then  modify  the  production’s  structure  to  be  a  new  one  for  deceasing  cost 

production and to be globally standardized. Process modifications and new production 

methods will take place, such as chickens in modern, clean, standard air-conditioned 

houses. 

Competitive  strategy  focuses  on  both  domestic  and  global  levels  in 

order  to  compete  internationally  and  in  the  world  market.  The  competition  in  the 

global  area  is  not  easy  because  this  group  is not  a  cost  leadership  leader  and  still  a 

disadvantage  about  cost  and  cost  management  at  present;  however,  competitors  are 
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able  to  produce  products  and  services  at  lower  prices  because  their  product  and 

service costs are cheaper than the group.   

The CP Group would like to produce good quality products, so it have 

to provide high quality direct raw material in terms of good chickens from America 

and  other  raw  materials  such  as  fish meal  and  soybean  products,  and  other  raw 

materials  have  to  be  imported.  Even  though  some  of  the  raw  materials  are  be 

produced by the group, most of the raw materials are still purchase from the United 

States  and  Brazil,  so  the  production  cost  is  still  expensive.  However,  this  group, 

Thailand, are ranked number 4, number 1, 2 and 3 is the United States, and number 5 

is Brazil, the group is expert in value added food production, particular in value added 

chicken  product  for  human  beings  than  production  of  competitors  such  as  nugget, 

sausage, and other value added product more than chicken. 

2)  Achieving Superior Corporate Performance (Y)  

Increasing  profit  and  profitability, employee  well-being  and  customer 

satisfaction in products and service are performance indicators of achieving superior 

corporate performance which concern with financial and social performance.  

 

4.6.2  Safari World Public Company Limited 

1)  The Characteristics of Managerial Dimension (X) 

Safari  World  Company  Limited  is highly  diversified  and  specialized. 

The  management  and  organizational  structure  has  been  designed  by  focusing  on 

professionalization and expertise. There are many unique shows such as safari park, 

marine  park,  jungle  curve,  sea  lion  show, eggs  world,  boxing  show,  bird  show,  and 

other shows which are uniquely differentiated products and services and competitors 

are not shows like Safari World shows. 

“Triple High” is the key management culture.  

(1) High  Product. Excellent,  but  cheaper.  Show  excellence,  food 

excellence,  product  excellence,  and  good  circumstance.  Cost  leadership  in  terms  of 

cost price for everyone. Visitors will feel happy when they have eaten, and have seen.  

(2) High Service. Excellent, without blame. Risk management, protect 

before  appearance,  100%  guarantee  no  problem,  everything  is  fine.  Customers  will 

happy.  
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(3) High  Spending. Customers  are  willing  to  pay  more  money  for 

products and services because they seem to be high value from their perspective, so 

revenue will dramatically increased.  

 

Figure 4.5  Key Management Culture of Safari World Public Company Limited 

 

The organization focuses on employee development. There are distinct 

departments  which  produce  numerous  specific  training  programs  for  developing 

employees. For example, there are specific foreign languages programs for staffs and 

administrators because two languages in terms of Thai and English are not enough, so 

staff  should  read,  speak,  and  write  at  least  three  languages,  Thai,  English,  and 

Mandarin.  In  addition,  there  are  many  special  business  courses  for  new  and  old 

employees  such  as  principles  of  good  service,  service  minded  expertise,  strategic 

planning,  and  other  business  courses.  For the  generalization  and  specialization  of 

staffs  and  employees,  there  are  two  training  programs.  The  first  ones  are  general 

programs such as basic services, dressing technique, photographic techniques, and the 

last  ones  are  specific  courses  for  expertise  such  as  animal  husbandry,  welcoming 

international  standard  services,  expertise  in  language,  at  least  three  languages:  Thai, 

English and Mandarin Chinese.  

This  organization  focus  on  techniques  and  various  management 

systems,  with  appropriate  capital  because  some  shows  require  the  temperature’s 

maintenance and various types of animals require high capital investment such as cost 
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of food and cost of maintenance, and other costs. In addition, staffs must learn about 

the suitable time and place for taking care of animals.  

Businesses  focus  on  marketing  strategy,  particularly  regarding  direct 

sales, agreement, and road shows more than 10 countries in Asia and Europe, India, 

China, Hong Kong, Singapore, Vietnam, Malaysia, Russia, and other countries.  

2)  Achieving Superior Corporate Performance (Y) 

Revenue  is  an  appropriate  measurement  for  our  business  in  terms  of 

financial  performance.  In  addition,  for  measuring  the  effectiveness  of  social  action, 

we measure in terms of revisiting rate, satisfaction rate, and happiness for people of 

all  ages,  happiness  for  all  employees  and visitors,  happiness  for  all  generations. 

Visitors will fun and get knowledge and be happy if they visit Safari World, World of 

Happiness. 

 

4.6.3  CP All Public Company Limited 

1)  The Characteristics of Managerial Dimension (X) 

CP  All  Public  Company  Limited  has  been  known  as  the  successful 

convenience  store  business  in  Thailand  and  has  dramatically  expanded  both  its 

business  and  the  store  number.  Philosophy  of  CP  All  is  “Through  our  happy 

employees,  we  desire  to  see  smiling  from our  customers.”  Its  vision  is  “We  serve 

conveniences  to  all  communities.”  "To  create  customer  engagement  with  quality 

product  and  service  assortment  by  Harmony  management  and  to  enhance  good 

relations with society and community" is mission of this company. 

Leadership is the key success factor. The results of its management, its 

vision, and emphasis on and empathy in human resource development are as the key 

success factor, too. 

The  company  has  a  clear  business  and  directions,  the  effective  of 

competitive strategy, a practical policy and the ability to follow upon its operations, 

systematically revise the organizations’ directions,  an  effective  system  of  delegation 

for  managers  and  staff,  staff  learning  and  cooperation  support,  and  social 

responsibility programs and activities. 

Organization management focuses on energy promotion, homogeneous 

subordinates work with the boss, a strong honesty competitive strategy. Competitive 



174 
 

 

strategy will not destroy the other and competitors. Management cultures focuses on 

quick  over  big.  High  brand  loyalty  in  terms  of  7  eleven  of  customers  and  strong 

market  with  effectiveness  logistic  system are  able  to  assist  customers  to  receive 

required  products  when  they  need  that  products  all  the  time,  24  hour  at  7  eleven 

nearby their home. 

 Young  employees  are  dedicated  to  the  quality  of  work  of  the 

corporation  and  they  are  the  potential  resource  person  of  this  corporation.  Good 

relationships with social, community, and suppliers lead to the grow of CP, and CP 7 

eleven, and suppliers at the same time.  

2)  Achieving Superior Corporate Performance (Y)  

Return  on  sales  is  suitable  for  this  business.  Return  on  investment  is 

not  absolutely  appropriate  because  it  does not  reflect  the  fact  of  this  business.  A 

measure of social action is customer satisfaction, community, and social satisfaction. 

CP All will create a good relationship with the government, the community, and the 

society  nearby  7  eleven.  There  are  many programs  and  measures  of  concerning  on 

social  performance  which  empathy  and  understand  the  requirement  of  the 

stakeholders; such as many surveys on opinions from the media, leaders’ community, 

happiness  and  satisfaction  of  employees  in terms  of  compensation,  reward  system, 

and  development  program  for  expertise  in  terms  of  human  resource  development, 

especially  business  school,  the  education center,  and  higher  education  systems,  the 

bilateral system project.  

 

4.6.4  Bangchak Petroleum PLC 

1)  The Characteristics of Managerial Dimension (X) 

Bangchak Petroleum PLC focuses on energy, gas and oil, particularly 

in  renewable  energy  that  is  environmentally  friendly  and  community  care  on  social 

responsibility and corporate governance.  

Bangchak  goal  is  “to  be  a  secure  Thai  company  operating  petroleum 

business in conformity with the common good, and contributing to the betterment of 

Thai  society.”  The  organizational  culture is  “Working  towards  sustainable  business 

development in harmony with the environment and society” Its vision is “Greenergy 

Excellence” “BCP” is the value statement of this organization. Its refers to B: Beyond 

Expectation, C: Continuing Development, P: Pursuing Sustainability. 
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Key products of Bangchak are highly volatile, so the risk management 

system  will  be  implemented,  especially uncertainty  of  fuel  prices.  In  2004,  the 

company had a major financial restructuring by developing a whole new organization. 

In  this  year,  there  are  many  management concept  being  implemented  from  strategic 

planning, map strategy, identifying appropriate indicators, risk management, focus on 

competence,  performance  based  pay  system,  talent  management,  succession  plan, 

knowledge management to learning organization. Even though this company will not 

be  subsidized  or  supported  by  the  government  budget,  Bangchak  is  not  concerned 

about  this  due  to  the  effectiveness  of  the  unique  system  of  prevention  and  risk 

management. 

2)  Achieving Superior Corporate Performance (Y)  

Although  performance  from  the  stock  market  perspective  cannot 

compared  with  the  PTT,  which  is  a  leader in  this  sector,  the  market  share  and  the 

EBITDA of Bangchak are ranked in the one of top ten. Presently, Bangchak are in the 

development process to drive and pursue organization to be organizationally excellent 

by the criteria of the Stock Exchange of Thailand’s Measurement. The results found 

that there are a problem in parts of process and results criteria; however, the results of 

social action in terms of the dimensions of employee satisfaction and concerns about 

social responsibility and environmental communities are as an excellent results.  

 

4.6.5  Italian - Thai Development Public Company Limited 

1)  The Characteristics of Managerial Dimension (X) 

The Italian - Thai Development Public Company Limited or ITD is a 

construction  business  which  operates  inside  and  outside  Thailand.  the  construction 

projects of ITD range from office buildings, hotels, to mega projects such as airport, 

shopping  centre  and  the  construction  of  various  infrastructure  projects  including 

roads, bridges, rail systems, highway projects, including pipeline transportation of oil 

and gas, and building dams and power plants. All of the construction projects require 

expertise and advanced technology. 

ITD’s  market  share  and  growth  performance  are  excellence.  Most  of 

the  large  construction  projects  in  Thailand  are  owed  by  government  agencies. 

Government agencies will allow the contractors which can be categorized by level of 
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expertise,  level  of  technical  knowledge,  and  availability of  raw  material  supply  to 

meet specified criteria joining the auction and bidding process. Contractors which are 

classified  and  qualified  at  the  highest  level  will  be  considered  initially  to  enter  all 

types of auctions. ITD believes that numerous public sector clients classify ITD as a 

highest level contractor.  

There  are  many  talented  staffs  from  inside  and  outside  ITD  such  as 

fulltime,  part-time,  freelance,  outsource, alliances,  strategic  business  partners.  In 

addition, the capacity to availability of the raw materials of the company are pursuing 

ITD  as  excellence  in  the  market  share. It  is  approximately  40  percent  of  the 

construction companies listed on the Stock Exchange of Thailand. 

In  addition,  the  company  also  has expanded  its  business  overseas  by 

bidding  on  projects  in  neighboring  countries  and  other  countries  in  Asia,  especially 

projects  which  have  financial  institutions  such  as  the  Asian  Development  Bank, 

World  Bank  or  JBIC  to  provide  financial  support  and  which  are  open  to  qualified 

international bidders. It also has expanded into energy and natural resources both in 

and  outside  the  country.  This  will  help  strengthen  and  promote  the  growth  of  the 

company in the future.  

Skills,  knowledge,  experience,  and  expertise  in  the  business  of 

leadership  and  administrators  are  key  components  that  enable  organizations  to  have 

excellent performance. 

The strategy to create stability and growth of a business is an important 

event  to  create  excellence in  the  construction  business  because  ITD  is  a  highly 

competitive business with low margins and volatility of earnings. ITD has the strategy 

to expand its business to business energy and natural resources such as coal mining 

and aluminum. Knowledge and knowhow for expanding these new businesses are to 

develop the skills and expertise of power plant construction, excavation and transport 

contractors,  energy  and  mineral  resources,  because  these  concessions  will  last  for 

decades. It is the cause of stable and secure revenue.  

ITD restructure the organization structure for maintaining competitive 

advantage  and  profitability  in  the  construction  business;  expand  to  new  business  by 

project investment. 

ITD’s  obstacle  to  achieving  operational  excellence  is  to  manage 

construction  projects  to  be  profitable  because  by its  very  nature  it  is  a  low  margin 
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business and earnings are highly sensitive to changes in raw material prices are also 

limited in funds to support business expansion.  

ITD's  goal  is  to  maintain  its  leadership  in  the  business  of  large 

infrastructure construction in Thailand and to participate in creating growth in Asia by 

the administration restructuring for increasing efficiency of work, developing human 

resources, and expanding investment into India, Laos, Myanmar, and the Middle East. 

Key Success Factors 

Skills,  knowledge,  and  experience  of  administrators  and  staff  are  key 

critical success factors assisting ITD to achieve operational excellence. 

 2)  Achieving Superior Corporate Performance (Y) 

ITD’s market share and growth performance are excellent. 

 

4.6.6  Kim Eng Securities (Thailand) Public Company Limited 

1)  The Characteristics of Managerial Dimension (X) 

Kim  Eng  Securities  (Thailand)  Public  Company  Limited  is  top 

securities  broker  of  Thailand,  achieving number  one  brokerage  market  share  every 

year since 20002. It maintains number one broker and number one market share status 

from 2002 to 2007, six years straight. 

It  provides  numerous  products,  investment  and securities  services  to 

clients  which  are  various  sized  corporate  customers  and  mid-to-high-income 

individuals.  It  is  capable  of  handling  high-volume  dealing  through  management  of 

headquarters  and  38  branches  around  Bangkok  and  upcountry.  It  has  many 

professional  staffs  such  as  dedicated  marketing  staffs,  research  analysts  and 

investment-banking  analysts. to  cover  debt  and  equity  markets  and  offer  financial 

advisory  services.  There  are  several  securities  licenses  for brokering,  trading, 

underwriting,  investment  advisory  services,  corporate  finance  advisory  services, 

securities registrar services, and securities lending and borrowing.  

Recently, KEST is became a Derivatives Agent and a member of the 

Thailand  Futures  Exchange  (TFEX),  Thailand  Clearing  House  (TCH)  and  the  Back 

Office Service Bureau (BSB). 

Its  mission  is  “Client  benefits  are  our  Goal.”  It  aim  to  benefit  clients 

with  the  quality,  diversify  and  speedy  services  through  high-tech,  real-time  trading 

platforms and dedicated service-oriented staff. 
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Key Success Factors 

Unity, a unified one of KEST, quality staffs, the strong  team work of 

staff, high – tech, effective risk management process, and effective advisory services 

due  to  understanding  clients behavior  by  love,  “Love  your  neighbor  like  love 

yourself,” are the key success factors of the KEST. 

2)  Achieving Superior Corporate Performance (Y) 

Its market share ranks number 1 and clients trust in KEST are indicator 

of achieving superior corporate performance. 

 

4.6.7  The Siam Cement Public Company Limited 

1)  The Characteristics of Managerial Dimension (X) 

The  Siam  Cement  Public  Company  Limited  is  one  of  the  Thailand’s 

largest industrial conglomerate with interests in cement, pulp & paper, petrochemicals 

and a multitude of interrelated industries. It is the largest building-materials company 

in Southeast Asia and its cement division is Thailand’s largest producer of cement.  It 

has been established by a Royal Decree of His Majesty King Vajiravudh (Rama VI) 

since  1913.  Three  primary  goals  of  SCG are  to  limit  Thailand’s  dependence  on 

foreign  cement,  to  increase  the  use  of  valuable  domestic  natural  resources,  and  to 

create a national concern that would play a key role in the development of Thailand’s 

industrial infrastructure. 

It is over 100 organizations under 5 core business groups, focusing in 

chemicals,  paper,  cement,  building  materials,  and  distribution.  It  employs 

approximately  24,000  employees.  There  are  more  than  64,000  product  items  for 

handling.  Its  philosophy  commit  to  the  concept  of  fair  practice;  that  is,  fair    to 

employees,  fair  to  customers  and  clients,  fair  to  competitors  and  this  organizations, 

fair to society, as follow. 

(1)  SCG  believes  that  employees  are  the  most  valuable  assets. 

SCG  owes  its  growth  and  prosperity  to  the  contribution  of  its  employees  

with competence, cardinal virtues and integrity. 

(2)  SCG provides the best quality products and services at appropriate 

and fair prices to clients and customers. 

(3)  SCG  focuses  on  excellence.  In  the  midst  of  rapid  change  and 

technology advancements, the group is facing very keen competition. 
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(4)  SCG  operates  on  the  basis  of  a  sound  sense  of  responsibility 

towards the nation and the society in general. 

 

 

 

Figure 4.6  Key Management Philosophy of the Siam Cement Public Company Limited 

 

Its  vision  is  “By  the  year  2015,  SCG  will  be  well  recognized  as  an 

innovative  workplace  of  choice,  and  a  role  model  in  corporate  governance  and 

sustainable  development.”  That  is,  committing  to  create  value  for  all  stakeholders, 

operational  excellence,  technology  development,  innovation,  and  high  quality 

products and services in order to enhance the quality of life for all. 

The products are marketed domestically and exported to all regions of 

the  world.  Most  companies  in  the  Group  have  been  accredited  with  ISO  9002 

certification  for  quality  management,  ISO  14001  certification for  environmental 

management,  and  TIS  18001  certification for  occupation  health  and  safety 

management,  often  the  first  in  their  respective  industries.  SCG  has  also  received 

national  and  international  prestigious  awards  recognition  in various  areas.  This 

enhances SCG’s competitiveness in the global marketplace. 

2)  Achieving Superior Corporate Performance (Y) 

A  healthy  revenue,  profitability,  and  quality  of  life  of  relevant 

stakeholder, solid financial status and organizational stability, sustainability organization 

are the key indicator of achieving superior corporate performance.   
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CHAPTER 5 

 

RESEARCH CONCLUSION AND RECOMMENDATIONS 

 

5.1  Conclusion of Research Findings 

 

Research  Objective  1  to  identify  the  degree  of  achieving  superior  performance  of 

organizations  

 

Within the key six independent variables, corporate performance background, 

quality  of  organizational  characteristics,  quality  of  strategic  leadership  level,  and 

quality  of  systematic  management  were  superior  and  excellent,  whereas  quality  of 

human resources and quality of financial resources were good. 

Within the key two dependent variables, both corporate financial performance 

and corporate social performance were superior and excellent. 

The  first  corporate  managerial  characteristic  dimension  was  background  of 

corporate performance. The top three of this section are as follows: 

1)  “Outsider stakeholders’ satisfaction such as customers and suppliers.” 

2)  “Compensation of senior executives.” 

3)  “Corporate social responsibility.” 

The  second  was  quality  of  organizational  characteristics.  The  top 

three of this section are as follows:  

1)  “Collaboration  with  supplier’s network  is  beneficial  for  doing 

effective business.” 

2)    “Smart  vision  is  clear  and achievable  (SMART  vision),”  and 

“Company  is  carefully  concerned  with  strategic  constituency  preferences  in  policy 

and strategy statements.” 

3)  “Company access to key strategic resources is easy, available, and 

saves  cost,”    “Company  is  able  to  generate  competitive  advantage  in  terms  of 
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differentiate,”  and  “Company  has  key  strategic  organizational  resources  that  are 

valuable, rare, imperfectly imitable, non-substitutable, non-transferable or tradable.” 

The thrid was quality of strategic leadership level. The top three of this section 

are as follows: 

1)  “The  size  of  the  strategic  leadership  level  is  sufficient  and 

effective.” 

2)  “Their  expertise  can  assist  the  corporation  to  being  a  successful 

organization.” 

3) “Their knowledge, skill, and understanding in this corporation and 

business  are  professional,”  and  “They  are  committed  to  their  decision-making  and 

management style.” 

The fourth was quality of human recourses. The top three of this section are as 

follows: 

1)  “Your staff specializes and professionalizes in their field.” 

2)  “Your  staff  has  superior  knowledge  and  skills,”  “The  learning  in 

the individual and organization is easy, available, and collaborative,” and “Your staff 

satisfies its work and reward system.” 

3)  “Number  of  superior  staff  members  is  adequate,”  “Percentage  of 

budget  for  health  safety  is  sufficient  and effective,”  and  “Existence  of  well-being 

programs to encourage employees to adopt healthy lifestyles.” 

The fifth was quality of financial resources. The top three of this section are as 

follows: 

1)  “Use of the fund monitoring system is efficient.” 

2)  “Corporate capital structure is appropriate.” 

3)   “Many  effective  budgeting  plans  for  use  of  funds  or  use  of 

financial  resources,”  and  “The  financial resources  for  organization  development  are 

appropriately used.” 

The sixth was quality of systematic management. The top three of this section 

are as follows: 
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1)  “Internal Communication Systems are effectively implemented, so 

the  HR  in  the  organization  know  and understand  policies  and  laws  of  the 

organization.” 

2)  “Many systematic management systems such ISO, GMP, HACCP, 

and  other  standards  are  implemented,”  and  “The  risk  management  system  is 

effectively implemented.” 

3)  “Advanced  technology  systems  are  effectively  implemented,” 

“Advanced  information  technology  systems  are  effectively  implemented,”  and 

“Access to available and relevant information is easy to access and effective.” 

In  addition,  regarding  achieving  superior  corporate  performance  in  terms  of 

achieving superior financial performance, the top three of this section are 1) “Growth 

performance,”  2)  “Profitability  performance,”  and  3)  “Product  &  service  quality 

performance.”  Further,  regarding  achieving superior  corporate  performance  in  terms 

of  achieving  superior  social  performance,  the  top  three  of  this  section  are  1) 

“Employees’  collaboration,”  2)  “Good  image of  strong  leadership  from  a  social 

perspective,” and “Rate of reorder and repurchase by customers,” and 3) “Customer 

brand royalty.” 

 

Research Objective 2 to investigate the relationship between them (X and Y), and then 

identify the key characteristics of managerial dimensions (X), which are extremely strong 

in association with becoming superior performance organizations (Y). 

 

According to the research findings, the corporate managerial dimension is able 

to drive the organization to achieve superior corporate performance.  The higher the 

score  of  the  corporate  managerial  dimension,  the  higher  the  score  of  achieving 

superior corporate performance.  

The  quality  of  human  resources  and  the  quality  of  organizational  characteristics 

are extremely strong in association with achieving superior corporate performance. 

 

Research  Objective  3  to  determine  the  best  predictor  of  becoming  a  superior 

performance  organization  and  to  propose  a contribution  model  for  determining  the 

superior performance organization. 
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The best predictors of an organization’s superior performance were Quality of 

Human  Resources,  Quality  of  Organizational  Characteristics,  Quality  of  Strategic 

Leadership Level, and Quality of Systematic Management. 

The model for determining superior corporate performance is as follows:  

 

ASCP =f(QOC, QSLL, QHR, QSM) 

ASCP = 1.954 + 0.519*QOC + 0.371*QSLL + 0.498*QHR +0.331*QSM 

 

5.2  Limitations 

 

This dissertation focuses only on public limited companies and the perspective 

of the strategic leadership level. As the fact that strategic leadership level such as top 

management  teams  and  directors  is  not  easy  appointment  and  meeting  due  to  their 

many responsibilities and authorities and  their schedules seem to inflexible and strict. 

However, they were empathetic and willing to provide beneficial information, ideas, 

experiences,  and  knowledge  for  academic  research  and  to  extend  the  body  of 

knowledge of organizational superior performance.  

In  addition,  the  scope  of  this  study  focuses  on  the  key  characteristics  of 

managerial dimensions, as only six variables; background of corporate performance, 

organizational  characteristics,  strategic  leadership  level  characteristics,  financial 

resource, human resource, and systematic management. 

 

5.3  Recommendations for Further Research 

 

Further research studies should be concerned in the following areas; 

1) This dissertation focused only on the scope of public limited companies if 

the scope of the study area were extended to non-listed companies and/or government 

agencies,  it  may  have  been  easier  to more  understanding  in  differentiate  the 

characteristics  of  the  corporate  managerial  dimensions  of  superior  organizational 

performance and the measurement of superior corporate performance. 
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2)  This  dissertation  focuses  only  on  the  perspective  from  the  strategic 

leadership level, which is the agent of the organization, so sometimes it was difficult 

to  make  generalizations;  however,  this  was a good perspective because the strategic 

leadership level as leaders of the organization, if leader is excellent, will be excellent 

as well. However, if further research is extended to others group perspectives, such as 

employees and other management levels, other stakeholders in terms of recognition of 

customers,  suppliers  and  experts  in  achieving  superior  corporate  performance  field, 

explicitly  understanding  about  why  do some  organizations  outperform  other 

organization will be more extremely occurred.  

 3)  This  dissertation  focuses  only  on  survey  and  in-depth  interview,  if  other 

methods were applied such as in house observation on the behavior of individuals and 

organizations pattern and/or the culture of achieving superior corporate performance 

organizations, explicitly understanding about the phenomenon will be more extremely 

occurred. 

  4)  This  dissertation  focuses  only  on the  characteristics  of  the  corporate 

managerial dimensions in terms of only six variables as can be seen in section 5.2, if 

other variables were identify and justify, the body of knowledge of the organizational 

superior performance framework will extend. 
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Achieving Superior Corporate Performance and the Characteristics of 

Managerial Dimensions: the Stock Exchange of Thailand 

 

Instructions:  

1. The following statement describes the organizational managerial characteristics 

dimensions in order to assist your corporate achieve superior performance. 

2. Please respond to all sections and read each statement carefully, then indicate the 

perspective and the fact of your organization managerial characteristics dimension. 

3. Please check  the most closely resembles your attitude, fact, or perspective.  

4. Please  be  assured  that  your  beneficial  information  will  be  treated  in high 

confidence. Only aggregate results will be reported. 

 

 
Thank You for Your Kindness and Your Beneficial Perspective 

 

  

Part 1  Corporate and Informant Information 

 
1.1  Corporate Information  

 

1)   you are public limited company listed in   

 (1)  Listed in The SET                    (2)  Listed in The MAI 

1.2  Informant Information 

 
1) Gender    (1)  Male        (2)  Female 

2) Education             (1)  Below Bachelors Degree  (2)  Bachelors Degree 

                                        (3)  Masters Degree    (4)  Doctorate Degree 

                     (5)  Post Doctorate Degree 

3) Your Major  (1)  Management    (2)  Accounting    

 (3)  Finance      (4)  Marketing                                              

 (5)  Engineering              (6)  Science  

 (7)  Law      (8)  Public Relation 

 (9)  Others (please identify your major)_________________ 

4) Your Position is   (1)  Board of Director  (2)  Management Team 

 (3)  Others (please identify your position)_________________ 
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Part 2 Corporate Managerial Characteristics Dimensions (Self-Rating) 
 
Please check  the most closely resembles your fact or perspective as follows:   
 
 Very 

High 
High  Medium  Low  Very 

Low 
None/ 
NeverSeen 

 Background of Corporate Performance  
1.  Compensation of senior 
executives 

         

2  Corporate’s Growth in the past 
within five years 

         

3.  Outsider stakeholders’ 
satisfaction such as customers 
and suppliers 

         

4.  Capacity to generate new 
idea, products, service for 
foreign markets 

         

5.  Corporate Social Responsibility             

6.  Proclivity to take initiatives, 
anticipate and pursue new 
opportunities, and participate in 
foreign markets 

         

7.  Exporting, foreign direct 
investment and expanding 
overseas markets 

         

8.  Key value added products and 
services 

         

Overall Corporate Performance             
Please Rating Your Corporate Performance Score_____(from 0 to 10) 
1.  Organizational Characteristics 

1.1  Vision is clear and 
achievable (SMART Vision). 

         

1.2  Company has key strategic 
organizational resources that are 
valuable, rare, imperfectly 
imitable, non-substitutable, non 
transferable or tradable. 

         

1.3  Company access to key 
strategic resources are easy, 
available, and save cost. 

         

1.4  Company is carefully 
concerned with profitability and 
ineffectiveness in terms of 
problems, obstacles, risks, and 
conflicts in policy and strategy 
statements. 
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1.5  Company is carefully 
concerned with strategic 
constituency preferences in 
policy and strategy statements. 

         

1.6  Company is able to generate 
competitive advantage in terms 
of cost leadership. 

         

1.7  Company is able to generate 
competitive advantage in terms 
of differentiation. 

         

1.8  Organization structure is 
designed by supporting 
decentralization policy. 

         

1.9  Configuration of 
organization seems to be more 
complexity structure in terms of 
span of control and hierarchy. 

         

1.10  Collaboration with 
customer’s network is beneficial 
for doing effective business 

         

1.11  Collaboration with 
suppliers network is beneficial 
for doing effective business. 

         

1.12  Collaboration with 
government sectors is beneficial 
for doing effective business. 

         

Overall Quality of Organizational 
Characteristics 

         

Please Rating Your Quality of Organizational Characteristics Score___(from 0 to 10) 
2.  Quality of Strategic Leadership Level  

2.1  Their knowledge, skill, and 
understanding in this corporation 
and business are professional. 

         

2.2  Their expertise can assist 
corporation to being a successful 
organization. 

         

2.3  The size of strategic 
leadership level is sufficient and 
effective. 

         

2.4  Their management style and 
expertise fit with this 
organization’s circumstances, 
making its successful. 

         

2.5  They are committed to their 
decision-making and 
management style. 
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2.6  Many conflicts of interest 
among strategic leadership level 
committee members are 
extremely frequent. 

         

2.7  Conflicts of interest among 
strategic leadership level 
committees have a negative impact 
on the organization’s results. 

         

2.8  Consultants’ networks of 
executives directly influence the 
decision making at the strategic 
leadership level. 

         

2.9  Internal and external 
consultants’ networks affect the 
effectiveness of the organization.

         

2.10  The number of strategic 
leadership level meetings is 
sufficient and effective. 

         

2.11  The number of strategic 
leadership level networking 
directly affects the effective and 
superior financial performance 
of this corporation. 

         

2.12  Communication between 
the management team and the 
HR in organization is clear, so 
performance results achieve 
target goals. 

         

Overall Quality of Strategic 
Leadership Level 

         

Please Rating Your Quality of Strategic Leadership Level Score___(from 0 to 10) 
3.  Quality of Human Resource  

3.1  Your staff has superior 
knowledge and skills. 

         

3.2  Your staff satisfies its work 
and reward system. 

         

3.3  Your staff specializes and 
professionalizes in their field.   

         

3.4  Number of superior staff is 
adequate. 

         

3.5  Percentage of budget on 
human resource training and 
development is sufficient and 
effective. 

         

3.6  Percentage of budget on 
health and safety is sufficient 
and effective. 
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3.7  Existence of well-being 
programs to encourage 
employees to adopt healthy 
lifestyles. 

         

3.8  There are guidelines for 
occupational health management 
systems. 

         

3.9  The percentage of the 
resource and development 
budget is sufficient. 

         

3.10  There is an effective human 
resource management system. 

         

3.11  There is an effective 
knowledge management system. 

         

3.12  The knowledge 
management system 
implementation is efficient and 
effective. 

         

3.13  The learning in the 
individual and organization is 
easy, available, and collaborative. 

         

Overall Quality of Human 
Resource 

         

Please Rating Your Quality of Human Resource Score___(from 0 to 10) 
4.  Quality of Financial Resource 

4.1  Sufficient budget and capital 
for investment. 

         

4.2   Availability of and access to 
sources of funds are easy. 

         

4.3  Many effective budgeting 
plans for sources of funds. 

         

4.4  Many effective budgeting 
plans for use of funds or use of 
financial resources. 

         

4.5  Corporate capital structure is 
appropriate.   

         

4.6  Use of the fund monitoring 
system is efficient. 

         

4.7  The financial resources for 
organization development are 
appropriately used. 

         

Overall Quality of Financial 
Resource  

         

Please Rating Your Quality of Financial Resource Score___(from 0 to 10) 
5.  Quality of Systematic Management  

5.1  Many systematic 
management systems such ISO, 
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GMP, HACCP, and other 
standards that are implemented. 

5.2  The risk management 
system is effectively 
implemented. 

         

5.3  Advanced technology 
systems are effectively 
implemented. 

         

5.4  Advanced information 
technology systems are 
effectively implemented. 

         

5.5  Access to available and 
relevant information is easy and 
effective. 

         

5.6  Internal Communication 
Systems are effectively 
implemented so the HR in the 
organization know and 
understand the policies and laws 
of the organization. 

         

Overall Quality of Systematic 
Management  

         

Please Rating Your Quality of Systematic Management Score___(from 0 to 10) 
 

Part 3  Superior Corporate Performance. 
 
Please  check   the  degree that  most closely  resembles  your  fact  or  perspective as 

follows:   

 

 Very 
High 

High  Medium  Low  Very 
Low 

None/ 
Never Seen 

1.  Achieving Superior Corporate Financial Performance 
1.1  Profitability Performance        

1.2  Growth Performance        

1.3  Market Share Performance        

1.4    Products  &  Services  Quality 
Performance 

       

Overall Financial Performance        

Overall Achieving Superior 
Financial Performance 

       

Please Rating Achieving Superior Corporate Financial Performance Score___(from 0 
to 10) 
2.  Achieving Superior Corporate Social Performance 
2.1  Good Image of Strong 
Leadership in Social Perspective 

       

2.2  Good  Image  of  Organization  
in Social Perspective 
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2.3  Employees’ Satisfaction         

2.4  Number of grievances from 
unionized employees 

       

2.5  Percentage of employees 
surveyed who agree that their 
workplace is safe and comfortable 

       

2.6  Employees’ Collaboration        

2.7  Customers’ brand royalty         

2.8  Improvement of existing 
products and services  

       

2.9  Introduction of new products 
and services  

       

2.10  Product and service are 
valuable in customers’ perception  

       

2.11  Rate of reorder and 
repurchase of customers 

       

2.12  Rate of claim and reject by 
customers  

       

Overall Social Performance       

Overall Achieving Superior  
Social Performance 

      

Please Rating Achieving Superior Corporate Social Performance Degree___(from 0 to 
10) 
 

Overall Achieving Superior  
Performance 

      

Please Rating Achieving Superior Corporate Performance Degree___(from 0 to 10) 

 

Part 4  Recommendations on this study. 

 

----------------------------------------------------------------------------------------------------------------- 

----------------------------------------------------------------------------------------------------------------- 

----------------------------------------------------------------------------------------------------------------- 

----------------------------------------------------------------------------------------------------------------- 

----------------------------------------------------------------------------------------------------------------- 

-----------------------------------------------------------------------------------------------------------------

----------------------------------------------------------------------------------------------------------------- 
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การบรรลุองคการผลการดําเนินงานชั้นเลิศและมิติคุณลักษณะพิเศษดานการจัดการ 

 

คําชี้แจง:  

1. ขอคําถามขางลางเปนการกลาวบรรยายถึงมิติคุณลักษณะพิเศษดานการจัดการท่ีชวยทําให

องคการทานบรรลุผลการดําเนินงานชั้นเลิศ  

2. กรุณาตอบแบบสอบถามท้ัง 4 สวนและอานแตละขอคําถามอยางระมัดระวัง โดยโปรดเลือกขอ

คําถามที่ตรงกับความคิดเห็นและขอเท็จจริงขององคการทานมากที่สุด ตอมิติคุณลักษณะพิเศษดาน

การจัดการ  

3. กรุณาขีดเครื่องหมายถูก  ในขอความที่ตรงกับขอเท็จจริงของทานและขององคการทานมาก

ท่ีสุด  

4. ทานโปรดมั่นใจไดอยางแนนอนวา ขอมูลขาวสารอันเปนประโยชนท่ีทานไดใหมาจะถูกเก็บเปน

ความลับ และถูกใชเพื่อการวิจัยนี้เทานั้น โดยไมกระทบตอสถานะของผูใหขอมูลแตประการใด  

 

 

 

สวนที่ 1: ผูใหขอมูล 

ขอมูลพื้นฐานองคการ 

1)  องคการของทานเปนบริษัทมหาชน ท่ีจดทะเบียนใน 

         (1)  จดทะเบียนใน SET  

  (2)  จดทะเบียนใน MAI           

2)  ขอมูลพื้นฐานของผูใหขอมูล 

เพศ     (1) ชาย  (2) หญิง 

3)  สถานภาพการศึกษาสูงสุดที่สําเร็จการศึกษา ณ ปจจุบัน    

 (1) ตํ่ากวาปริญญาตรี   (2) ปริญญาตรี    (3) ปริญญาโท  (4) ปริญญาเอก    

 (5) หลังปริญญาเอก 

4)  สาขาวิชาที่สําเร็จ  (1)  การจัดการ     (2)  การบัญชี             (3)   การเงิน   

                                  (4)  การตลาด       (5)  วิศวะ                   (6)  วิทยาศาสตร   

                                  (7)  กฎหมาย        (8) ประชาสัมพันธ    (9)  อ่ืนๆ_________ 

5) ตําแหนงของทานคือ 

       (1)  คณะกรรมการบริษัท  (2)   คณะผูบริหารระดับสูง (3)  อ่ืนๆ _________ 

ขอขอบพระคุณในความอนุเคราะหและความกรุณาของทาน 
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สวนที่ 2  มิติคุณลักษณะพิเศษดานการจัดการขององคการทาน (ประเมินตนเอง) 

 

กรุณาขีดเคร่ืองหมายถูก  ในระดับขอเท็จจริงที่เกิดขึ้นในองคการทานมากที่สุด 
 

 

 สูง

มาก 

สูง ปาน

กลาง 

ต่ํา ต่ํามาก ไมเลย 

ขอมูลพื้นฐานดานผลการดําเนินงานขององคการ 

1)  ผลตอบแทนของผูบริหารระดับสูง       

2)  การเจริญเติบโตของกิจการในอดีต 5 ป

ท่ีผานมา 

          

3)  ระดับความพึงพอใจของกลุมลูกคา 

(Customer) และผูจัดหาวัตถุดิบ(Suppliers) 

ตอองคการตามที่เคยสํารวจในอดีต 5 ปท่ี

ผานมา 

          

4)  ความสามารถขององคการในการ

สรางสรรคผลงานชิ้นใหมๆ ผลิตภัณฑใหม 

การบริการรูปใหมๆ สูตลาดตางประเทศ 

          

5)  การคํานึงถึงความรับผิดชอบตอสังคม

ขององคการ 

          

6)  ความรวดเร็วในการพยากรณและ

รับทราบถึงโอกาสใหมในการเขาสูตลาด

ตางประเทศ  

          

7)  การสงออก และการขยายการลงทุนสู

ตลาดตางประเทศ 

          

8)  จํานวนสินคาและการบริการสําคัญที่

สรางมูลคาเพิ่มใหกับองคการ 

          

สรุประดับผลการดําเนินงานโดยรวมของ

องคการ 

          

โปรดใหระดับคะแนนผลการดําเนินงานขององคการ _____ (0 ถึง 10) 
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1.  คุณลักษณะดานองคการ 

1.1  วิสัยทัศนขององคการมีความชัดเจน

และสามารถบรรลุผลได 

          

1.2  องคการมีทรัพยากรหลักเชิงกลยุทธท่ี

มีคุณคาลอกเลียนแบบไดยาก 

          

1.3  องคการเขาถึงทรัพยากรหลักเชิงกล

ยุทธท่ีมีคุณคาไดงายและประหยัดตนทุน  

          

1.4  องคการคํานึงถึงผลกําไรไปพรอมกับ

การปองกันความเสี่ยงในนโยบายและกล

ยุทธอยางชัดเจน 

          

1.5  องคการคํานึงถึงความพึงพอใจของ

กลุมผูมีสวนไดเสียหลักทุกฝายในนโยบาย

และกลยุทธอยางชัดเจน 

          

1.6  องคการสามารถสรางความไดเปรียบ

ทางการแขงขันดวยการเนนที่ความเปน

ผูนําดานตนทุน  

          

1.7  องคการสามารถสรางความไดเปรียบ

ทางการแขงขันดวยการเนนที่ความเปน

ผูนําดานความแตกตาง  

          

1.8  โครงสรางองคการถูกออกแบบเพื่อ

สนับสนุนนโยบายการกระจายอํานาจการ

ตัดสินใจอยางชัดเจน 

          

1.9  ความซับซอนของโครงสรางองคการ 

เมื่อพิจารณาจากสายการบังคับบัญชา และ

ชวงการควบคุม 

          

1.10  เครือขายความรวมมือระหวาง

องคการและลูกคาทําใหสามารถดําเนิน

ธุรกิจไดบรรลุเปาหมายที่ตองการ 

          

1.11  เครือขายความรวมมือระหวาง

องคการและผูจัดจําหนาย หรือผูจัดหา
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วัตถุดิบทําใหสามารถดําเนินธุรกิจไดบรรลุ

เปาหมายที่ตองการ 

1.12  เครือขายความรวมมือระหวาง

องคการและหนวยงานภาครัฐทําใหสามารถ

ดําเนินธุรกิจไดบรรลุเปาหมายที่ตองการ 

          

สรุประดับคุณลักษณะดานองคการใน

ภาพรวม 

          

โปรดใหระดับคะแนนคุณลักษณะดานองคการ _____ (จาก 0 ถึง 10) 

2.  คุณภาพของภาวะผูบริหาร 

2.1  ผูบริหารมีความรู ทักษะและความ

เขาใจในองคการและธุรกิจที่เกี่ยวของเปน

อยางดี  

          

2.2  ผูบริหารมีความเชี่ยวชาญจนทําใหการ

ดําเนินธุรกิจประสบความสําเร็จ 

          

2.3  ขนาดของผูบริหารเพียงพอจนทําให

ดําเนินงานไดอยางมีประสิทธิผล 

          

2.4  ผูบริหารมีรูปแบบการบริหารที่

เหมาะสมกับสภาพแวดลอมขององคการ

จนทําใหองคการประสบความสําเร็จ 

          

2.5  ผูบริหารผูกพันตอการตัดสินใจและ

รูปแบบในการบริหารงานของตนอยางมาก 

          

2.6  มีความขัดแยงทางผลประโยชนเกิดขึ้น

จํานวนมากในกลุมผูบริหาร 

          

2.7  ความขัดแยงทางผลประโยชนในกลุม

ผูบริหารสงผลกระทบทางลบตอ

ความสําเร็จอยางมาก 

          

2.8  เครือขายที่ปรึกษาของผูบริหารมีอิทธิ

ผลโดยตรงตอการตัดสินใจครั้งสําคัญของ

ผูบริหาร 

          

2.9  เครือขายที่ปรึกษาของผูบริหารมี           
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ผลกระทบโดยตรงตอประสิทธิผลของ

องคการ 

2.10  จํานวนครั้งในการประชุมของ

ผูบริหารมีความเหมาะสมและมี

ประสิทธิผล 

          

2.11  จํานวนเครือขายของผูบริหารมี

ผลกระทบโดยตรงตอการสรางผลการ

ดําเนินงานทางการเงินชั้นเลิศใหกับ

องคการ 

          

2.12  การสื่อสารระหวางผูบริหารและ

ทรัพยากรมนุษยในองคการมีความชัดเจน

จนทําใหการปฏิบัติงานตางๆเกิดผลตาม

เปาหมายที่วางไว 

          

คุณภาพของภาวะผูบริหารโดยรวม       

โปรดใหระดับคะแนนคุณภาพของผูบริหารขององคการ_____ (0 ถึง 10) 

3.  คุณภาพของทรัพยากรมนุษยในองคการ  

3.1  บุคลากรในองคการมีความรูและ

ทักษะในวิชาชีพและองคการอยางดีจนทํา

ใหงานสําเร็จอยางมีประสิทธิภาพ 

         

3.2  บุคลากรในองคการยอมรับวามีความ

พึงพอใจตองานของตนและระบบคาจาง

แรงงานและผลตอบแทนที่ไดรับ  

         

3.3  บุคลากรในองคการมีความชํานาญและ

เชี่ยวชาญในสวนงานตนและที่เกี่ยวของ

เปนอยางดีจนทําใหงานสําเร็จอยางมี

ประสิทธิภาพ   

         

3.4  บุคลากรชั้นนําในองคการมีเพียงพอ         

3.5 งบประมาณสําหรับการพัฒนาและ

ฝกอบรมบุคลากรในองคการมีอยาง

เพียงพอและใชอยางมีประสิทธิภาพ  
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3.6  งบประมาณดานการดูแลสุขภาพและ

ความปลอดภัยของบุคลากรในองคการมี

อยางเพียงพอ 

         

3.7  มีโปรแกรมสุขภาพที่สนับสนุนให

พนักงานพัฒนาสุขภาพ 

         

3.8  มีระบบการจัดการอาชีวอนามัยและ

ความปลอดภัยแกพนักงาน  

         

3.9  งบประมาณการวิจัยและพัฒนา

ทรัพยากรมนุษยมีเพียงพอ 

         

3.10  มีระบบการจัดการทรัพยากรมนุษยท่ี

มีประ สิทธิภาพ 

         

3.11  มีระบบการจัดการความรูในองคการ

ท่ีมีประ สิทธิภาพ 

         

3.12  การนําระบบการจัดการความรูใน

องคการไปปฏิบัติมีประสิทธิภาพและ

เกิดผลสําเร็จตามเปาหมาย 

         

3.13  การเรียนรูของบุคลากรและของ

องคการเกิดขึ้นอยางงายดายจากความ

รวมมือของทุกฝาย 

         

คุณภาพของทรัพยากรมนุษยในองคการ

โดยรวม 

         

โปรดใหคะแนนคุณภาพของทรัพยากรมนุษยในองคการของกิจการ _____ (จาก 0 ถึง 10) 

4.  คุณภาพของทรัพยากรทางการเงิน 

4.1  งบประมาณมีเพียงพอแกการลงทุน

เสมอหากตองการ 

         

4.2  องคการสามารถเขาถึงแหลงเงินทุนได

งายเมื่อตองการใชเงินเสมอ  

         

4.3  องคการมีแผนการไดมาซึ่งเงินทุน

อยางมีประสิทธิภาพ 

         

4.4  องคการมีแผนการสําหรับการใชเงิน          
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หรือการใชทรัพยากรทางการเงินอยางมี

ประสิทธิภาพ 

4.5  โครงสรางเงินทุนขององคการอยูใน

ระดับที่เหมาะสมจึงมีความเสี่ยงคอนขางต่ํา 

         

4.6  องคการมีระบบการติดตามตรวจสอบ

การใชเงินทุนอยางมีประสิทธิภาพ เพื่อให

เงินทุนไดถูกใชอยางคุมคามากท่ีสุด 

         

4.7  ทรัพยากรทางการเงินถูกนําไปใชเพื่อ

การพัฒนาองคการอยางเหมาะสมกอ

เกิดผลกําไรและกระแสเงินสดแกองคการ 

         

คุณภาพของทรัพยากรทางการเงินโดยรวม            

โปรดใหคะแนนคุณภาพของทรัพยากรทางการเงินของกิจการ _____ (จาก 0 ถึง 10 ) 

5.  คุณภาพของระบบการบริหารจัดการ 

5.1  องคการมีระบบการจัดการหลายระบบ 

เชน ISO GMP HACCP  

          

5.2  องคการมีระบบบริหารจัดการความ

เสี่ยงท่ีมีประสิทธิภาพ  

          

5.3  องคการมีระบบเทคโนโลยีขั้นสูง

สนับสนุนอยางมีประสิทธิภาพ 

          

5.4  องคการมีระบบสารสนเทศขั้นสูง

สนับสนุนอยางมีประสิทธิภาพ 

          

5.5  การเขาถึงสารสนเทศที่ตองการและที่

เกี่ยวของสามารถทําไดงายและมีประสิทธิผล 

          

5.6  องคการมีระบบการสื่อสารภายใน

องคการอยางมีประสิทธิภาพ ขาวสารตางๆ 

เชน นโยบาย ระเบียบปฏิบัติ บุคลากรทั่วทั้ง

องคการรับทราบและเขาใจไดอยางทั่วถึง 

          

คุณภาพของระบบการบริหารจัดการโดยรวม           

โปรดใหคะแนนคุณภาพของระบบการบริหารจัดการของกิจการ _____ (จาก 0 ถึง 10) 
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สวนที่ 3  การบรรลุองคการผลการดําเนินงานชั้นเลิศ 

 

กรุณาขีดเคร่ืองหมายถูก  ในระดับขอเท็จจริงที่เกิดขึ้นในองคการทานมากที่สุด 

  

 สูงมาก สูง ปาน

กลาง 

ต่ํา ต่ํามาก ไม

เลย 

1.  ระดับการบรรลุองคการผลการดําเนินงานดานการเงินชั้นเลิศ เมื่อเปรียบเทียบกับตลาดกลุมธุรกิจ

หรืออุตสาหกรรมเดียวกัน 

1.1  ความสามารถในการทํากําไรขององคการ          

1.2  การเจริญเติบโตขององคการ       

1.3  สวนครองตลาดของกิจการ       

1.4  คุณภาพของสินคาและบริการ       

ผลการดําเนินงานดานการเงินในภาพรวม       

การบรรลุองคการผลการดําเนินงานดาน

การเงินชั้นเลิศในภาพรวม 

      

โปรดใหคะแนนผลการดําเนินงานดานการเงินของกิจการ _____ (จาก 0 ถึง 10) 

2.   การบรรลุองคการผลการดําเนินงานดานสังคมชั้นเลิศ เมื่อเปรียบเทียบกับตลาดกลุมธุรกิจหรือ

อุตสาหกรรมเดียวกัน 

 2.1  ผูบริหารองคการมีภาพพจนท่ีดีใน

สายตาของสังคมที่เกี่ยวของ  

      

 2.2  องคการมีภาพพจนท่ีดีในสายตาของ

สังคมที่เกี่ยวของ 

      

2.3  พนักงานมีความพึงพอใจตอองคการ       

2.4  จํานวนขอรองเรียนของสหภาพแรงงาน              

2.5  พนักงานเห็นวาสถานที่ทํางานนาอยู 

ปลอดภัยและสะดวกสบาย 

      

2.6  การมีสวนรวมของพนักงาน       

2.7  ความจงรักภักดีของลูกคาตอตราสินคา

หรือบริการขององคการ 
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2.8  การปรับปรุงสินคาและบริการปจจุบัน

ใหตอบสนองความตองการลูกคา 

      

2.9  การนําสินคาและบริการใหมท่ีตรงความ

ตองการลูกคาออกสูตลาด 

      

2.10  สินคาและบริการมีคุณคาในสายตาของ

ลูกคา 

      

2.11  อัตราการสั่งซื้อซ้ําหรือการใชบริการ

ซํ้าของลูกคา 

      

2.12  อัตราการปฏิเสธและรองเรียนจาก

ลูกคา 

      

ผลการดําเนินงานดานสังคมในภาพรวม       

การบรรลุองคการผลการดําเนินงานดาน

สังคมชั้นเลิศในภาพรวม 

      

โปรดใหคะแนนผลการดําเนินงานดานสังคมของกิจการ _____ (จาก 0 ถึง 10) 

*** การบรรลุองคการผลการดําเนินงานชั้น

เลิศในภาพรวม 

      

โปรดใหคะแนนการบรรลุองคการผลการดําเนินงานชั้นเลิศของกิจการ_____ (จาก 0 ถึง 10) 

 

สวนที่ 4: ขอเสนอแนะตอการศึกษานี้ 

 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 

………………………………………………………………………………………………………. 
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Interview Guidelines for Structured In - depth Interview 
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In English Language 

Achieving Superior Corporate Performance and the Characteristics of 

Managerial Dimensions: the Stock Exchange of Thailand 

1. In your opinion, what are the key success factors which assists your organization to 

achieve superior outcomes when compare with competitors? Why do you think so? 

2. Why do your organizations outperform your competitors? 

3. What are the roles of key organizational managerial characteristics on your 

successful story? 

Framework of Key Informants’ Opinion 

Framework of Researcher s’ Opinion 

Organizational Characteristics 

Strategic Leadership Level Characteristics 

Financial Resource  

Human Resource  

Systematic Management  

4. What are the superior outcome measurements in your opinion in term of financial 

performance measurements? 

Framework of Key Informants’ Opinion 

Framework of Researcher s’ Opinion 

5. What  are  the  superior  outcome  measurements  in  your  opinion  in  term  of  social 

performance measurements? 

Framework of Key Informants’ Opinion 

Framework of Researcher s’ Opinion 

         Profitability 

         Growth 

         The Delivery of Quality Products & Services 

         Market Share 

Strong Leadership 

Employees’ Satisfaction 

Customers’ Satisfaction 
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6. Please  recommend  me  about  the  key  approaches  for    Understanding  “Achieving 

Superior  Corporate  Performance  and  the  Characteristics  of  Managerial  Dimensions: 

the Stock Exchange of Thailand” and/or “Golden Light Ways on Achieving Superior 

Corporate Performance”  

 

In Thai Language 

 

การบรรลุองคการผลการดําเนินงานชั้นเลิศและมิติลักษณะพิเศษเฉพาะดานการจัดการ: 

องคการจดทะเบียนในตลาดหลักทรัพยของไทย 

 

กรอบที่ใชถามเชิงลึก 

1. ในความเห็นของทาน อะไรเปนปจจัยแหงความสําเร็จซึ่งชวยใหองคการทานบรรลุผลลัพธช้ัน

นําเมื่อเปรียบเทียบกับคูแขงขัน ทําไมทานจึงคิดวาเปนปจจัยเหลานี้ 

2. อะไรเปนบทบาทของคุณลักษณะดานการจัดการที่สําคัญตอประสบการณความสําเร็จของ

องคการทาน 

ตามกรอบความเห็นของผูใหขอมูล  

ตามกรอบความเห็นของผูวิจัย 

คุณลักษณะขององคการ 

คุณลักษณะของผูบริหารระดับสูงและผูบริหารเชิงกลยุทธ 

ทรัพยากรทางการเงิน 

ทรัพยากรมนุษย 

การจัดการที่เปนระบบ 

3. อะไรเปนเครื่องมือวัดผลลัพธผลการดําเนินงานดานการเงินชั้นนําในความเห็นของทานที่

เหมาะสมท่ีสุดกับองคการทาน 

ตามกรอบความเห็นของผูใหขอมูล  

ตามกรอบความเห็นของผูวิจัย 

ความสามารถในการทํากําไร 

การเจริญเติบโต 

คุณภาพสินคาและบริการ 

สวนครองตลาด 
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4. อะไรเปนเครื่องมือวัดผลลัพธผลการดําเนินงานดานสังคมชั้นนําในความเห็นของทานที่

เหมาะสมท่ีสุดกับองคการทาน 

ตามกรอบความเห็นของผูใหขอมูล  

ตามกรอบความเห็นของผูวิจัย 

5. กรุณาแสดงความคิดเห็นเกี่ยวกับวิธีการที่จะชวยใหเขาใจ “การบรรลุองคการผลการดําเนินงาน

ช้ันเลิศและมิติลักษณะพิเศษเฉพาะดานการจัดการ : องคการจดทะเบียนในตลาดหลักทรัพยของ

ไทย” และ / หรือ “หนทางแสงทองสูการบรรลุองคการผลการดําเนินงานชั้นเลิศและมิติลักษณะ

พิเศษเฉพาะดานการจัดการ :องคการจดทะเบียนในตลาดหลักทรัพยของไทย”  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

ภาวะผูนําที่เขมแข็ง 

ความพึงพอใจของพนักงาน 

ความพึงพอใจของลูกคา 
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รายละเอียดของคําถามเชิงลึก หากผูใหขอมูลยินดีตอบคําถามเพิ่มเติมและมีเวลาในการตอบคําถาม 
 

In English Language 

1)  Please in brief introduction your organization profile in terms of the nature of your 

organization, business vision, mission, management structure, products and services, 

model established and the reason for the establishment. 

2)  Your organization has excelled in any field (financial and/or social), why? In your 

opinion,  what  are  the  importance  and  the  most  appropriate  of  financial  and  social 

measurement of your organization? 

Within  the  conceptual  framework  of  researchers,  Finance performance  is  1) 

profitability,  2)  growth,  3)  quality  of  goods  and  services,  and  4)  market  share.  

Within  the  conceptual  framework  of  researchers,  Social  performance  is  1)  strong 

leadership 2) satisfaction of employees and 3) satisfaction of customers.  

3)  Please  describe  the  strategy  (Golden Light  Way  to  be  superior  performance 

organization  -  Researcher  said)  that  will  help  researcher  understand  the  process  of 

enabling your organization to achieve superior results. 

4)  How  are  managerial  characteristics  dimensions  of your  superior  performance 

organization?  Within  the  conceptual  framework  of  informants,  financial  and  social 

performance.  

Within  the  conceptual  framework  of  researcher  is  Organizational  Characteristics, 

Strategic  Leadership  Level  Characteristics,  Financial  Resources,  Human  Resources, 

and Systematic Management. 

5)  What are key activities that result in a superior performance in your organization 

(such  as  strategic  plan,  human  resource development,  restructuring  management, 

restructuring  organizations,  knowledge management,  capital  restructuring,  the 

information systems and communications systems are well supported). 
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6)  What  is  the  key  success  factors  that make  your  organization  achieve  superior 

results.  These  factors  allow  your  organization  above  or  apart  from  the  competition 

whether or not. 

7)  What  are  the  problems  and  the  major  barrier  to  achieve  superior  performance 

organization? how  your organization solve these problems and barriers? 

8)  Within 3 - 5 years after, how is your policy and strategy in the future to drive your  

organization to achieve superior performance organization or treatment, and maintain 

that the organization is superior performance? 

9)  Please recommend me about this research. 

In Thai Language 

1)  ขอใหทานแนะนําองคการของทานโดยสรุป เกี่ยวกับลักษณะธุรกิจ วิสัยทัศน ภารกิจ โครงสราง

การบริหารงาน ผลผลิต การบริการ การกอตั้ง รูปแบบการกอตั้ง เหตุผลในการกอตั้ง 

2)  ทานคิดวาองคการของทานเปนเลิศในเรื่องใด (ดานการเงิน ดานสังคม) อยางไร เพราะเหตุใด 

อะไรเปนตัวชี้วัดที่สําคัญ และเหมาะสมกับองคการทานมากที่สุด ตามกรอบแนวคิดของผูใหขอมูล 

(ดานการเงิน และดานสังคม) 

ตามกรอบแนวคิดของผูวิจัย ดานการเงินชั้นนํา คือ1) ความสามารถในการทํากําไร 2) การ

เจริญเติบโต 3) คุณภาพสินคาและบริการ และ 4) สวนครองตลาด 

ตามกรอบแนวคิดของผูวิจัย ดานสังคมชั้นนํา คือ 1) ภาวะผูนําที่เขมแข็ง 2) ความพึงพอใจของ

พนักงาน และ 3) ความพึงพอใจของลูกคา 

3)  กรุณาอธิบายถึงยุทธศาสตร (แสงสีทองสูองคการชั้นนํา ผูวิจัยกลาว) ท่ีจะชวยทําใหผูวิจัยเขาใจ

กระบวนการแหงการทําใหองคการทานบรรลุสูองคการผลการดําเนินงานชั้นเลิศ  

4)  องคการของทานมีมิติคุณลักษณะพิเศษดานการจัดการเปนอยางไร จึงทําใหบรรลุผลการ

ดําเนินงานชั้นเลิศ ตามกรอบแนวคิดของผูใหขอมูล ดานการเงินและดานสังคม 
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ตามกรอบแนวคิดของผูวิจัย คือ คุณลักษณะขององคการ คุณลักษณะของผูบริหารระดับสูงและ

ผูบริหารเชิงกลยุทธ ทรัพยากรทางการเงิน ทรัพยากรมนุษย การจัดการที่เปนระบบ 

5)  กิจกรรมสําคัญที่สงผลทําใหเกิดผลการดําเนินงานชั้นเลิศในองคการทาน คือ อะไร (เชน การ

จัดทําแผนยุทธศาสตร การพัฒนาบุคลากร การปรับโครงสรางการบริหารงาน การปรับโครงสราง

องคการ การจัดการความรู การปรับโครงสรางเงินทุน การมีระบบสารสนเทศและระบบสื่อสารที่ดี

สนับสนุน) 

6)  อะไรเปนปจจัยแหงความสําเร็จที่สําคัญที่ทําใหองคการทานบรรลุผลการดําเนินงานชั้นเลิศ 

ปจจัยเหลานี้ทําใหองคการทานเหนือ หรือ แตกตางจากคูแขงใชหรือไม อยางไร 

7)  อะไรเปนปญหาและอุปสรรคสําคัญตอการบรรลุองคการผลการดําเนินงานชั้นเลิศ เพราะอะไร 

ทานแกไขปญหาและอุปสรรคเหลานี้อยางไร และปจจุบันยังพบปญหาและอุปสรรคเหลานี้อยูอีก

หรือไม 

8)  หนวยงานของทานมีนโยบาย กลยุทธเปาหมายในอนาคตเกี่ยวกับการบรรลุองคการผลการ

ดําเนินงานชั้นเลิศ หรือ การรักษาและคงไวซ่ึงการเปนองคการผลการดําเนินงานชั้นเลิศ อยางไรใน

ระยะ 3-5 ปขางหนา และมีแนวทางการดําเนินงานเพื่อใหเกิดผลสําเร็จอยางไร 

9)  ขอเสนอแนะเพิ่มเติมตอการวิจัย เรื่อง “การบรรลุองคการผลการดําเนินงานชั้นเลิศและมิติ

คุณลักษณะพิเศษดานการจัดการ” 
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APPENDIX C 

 

 Letter of Approval and Letter of Inquiry for Data Collection  
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