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ABSTRACT 
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Degree Doctor of Philosophy in Development Administration 
Year 2009 

 
 

This  study  probed  into  the  insights of  possible  contributions  to  overall 
organizational  effectiveness.  The  strategic management  component  is  very  useful  in 
predicting  top  management  team’s  (TMT) perception  towards  environments  which 
directly  influence  overall  work  behavior. It  is  therefore  a  powerful  process  for 
improving  organizational  effectiveness,  especially  that  in  the  energy  industry  which 
has  recently  been  receiving more  attention.  How  to  gain  and  hold  advantage  over 
competitors is the primary purpose of strategy and that which distinguishes it from the 
other  organizational  sciences.  It  is  preoccupied  with  explaining  and  attempting  to 
predict an organization’s effectiveness. Since the first appearance of the open systems 
perspective,  popular  approaches to  explaining  variations  in effectiveness  have  involved 
the use of structural contingency theory. Indeed, there exists the quest to understand 
why an organization in the same environment has different organization effectiveness.  

Previous research studies to identify the nature of the relationship among the 
strategic  actions  of  external environment,  internal  environment  (strategic  leadership, 
organization  structure),  strategic  stance  variables  and  organizational  effectiveness. 
They mainly emphasized the various independent and dependent variables with a few 
studies  having  focused  on  all  variables simultaneously.  The  measurements  are 
normally focused on financial or a few non-financial metrics.  This study has sought 
to fill the gap, and by doing so, it adopted an integrative framework of studying both 
external and internal environments-strategic leadership-structure, strategic stance, and 
organizational effectiveness framework. 

This  qualitative  research  explores  the application  of  strategic  management, 
and contingency variables in various forms. The multiple-case study was divided into 
three  groups  1)  Petroleum  group:  PTT  Plc.(PTT),  The  Bangchak  Petroleum  Plc. 
(BCP),  and  Thai  Oil  Plc.  (TOP);  2)  Power  generating  group:  Electricity  Generating 
Plc.(EGCO), Banpu Plc. (BANPU), Ratchburi Electricity Holding Plc. (RATCH); and 
3) Service energy group:  Bangkok Aviation Fuel Services Plc. (BAFS). All of these 
public companies are registered on the Stock Exchange of Thailand.  

The  research  methodology  used  multi-methodology,  purposive  sampling, 
triangular techniques of qualitative, in-depth interview, archived data from secondary 
sources, with a descriptive statistics survey being used to augment the analysis of the 
findings. The findings of the research study can be summarized as follows: 

1)  For  the  petroleum  group:  To  be an  effective  organization  under  the 
‘dynamic’ environment condition with a selected structure configuration prone to the 
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‘organic’  type  and  a    moderate  span  of  control  with  solid  strategic  leadership,  the 
appropriate  strategic  fit  is that  of  an  innovative  prospector  (e.g.  the  case  study  of 
BCP). 

2)   For the power generating group: To be an effective organization under the 
quite  ‘stable’  environment  condition  with  solid  strategic  leadership  and  a 
‘mechanistic’  structure  configuration,  the  appropriate  strategic  stance  is  that  of  a 
defender (e.g. the case study of  BANPU). 

3)   For  the  service  energy  group:  To be  an  effective  organization  under  the 
‘dynamic environment’ condition as an ‘organic’ type with a wide span of control and 
solid  strategic  leadership,  the  appropriate  strategic  stance  is  that  of  an  analyzer  or 
prospector (e.g. the case study  of BAFS). Its growth is achieved through commitment 
to customer satisfaction, employee engagement, and core profitability. 

4)   The ‘general environment’ condition is useful for  long-term trends, but in 
this  study  the  ‘task  environment’  condition was  useful  for  specific  analysis  as  it 
reflected the difference among contextual environments and nature of the firms such 
as suppliers, customers, competitors, technology and so forth.  

5)   From the stakeholder view, the ecological community was the most crucial 
for firms in the energy industry as confirmed by all cases. 

6)   A  combination  of  both  financial and  non-financial  measures  should  be 
more powerful and appropriate to explain the effectiveness of the organization. 

7)   The  uncertainty  condition  is  a  threat  to  the  effectiveness  of  the 
organization, while the static environment creates significantly less uncertainty for the 
firm  than  does  the  dynamic  one.  Managerial  perceptions  in  reducing  environment 
uncertainty  can  be  accomplished  through the  manipulation  of  the  organizational 
structure,  its  strategic  stance,  clear  vision/mission  articulation,  effective  internal 
process, size and technology. 

8)  Economic, ecological, customers contextual condition highly affect strategic 
stance.  Political-legal  force  had  a  critically  impact  in  the  petroleum  and  service 
energy groups.  

9)   Visionary strategic leadership is clearly a crucial and powerful determinant 
of  organizational  effectiveness  due  to  strong  background  profile  in  education, 
working experience, and risk-averter type. A succession plan is recommended. 

10)   The  study  recommended  a  solid effort  by  strategic  leaders,  top 
executives, policy makers in improving ‘Internal Process’ and ‘Learning & Growth’ 
in terms of risk management practices, the strategic leadership values, HRM practices, 
and  work  efficiency.  All  of  these  indicated  a  direct  positive  impact  on  the 
organizational effectiveness. 

11)   Organizational effectiveness was determined by contingency variables at 
different degrees. Therefore, the top executives must consider each of the contingency 
variables  carefully  and  how  they  separately affect  each  dimension  of  its  organizational 
effectiveness. The relationship is circular. 
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CHAPTER 1 

 

INTRODUCTION 

 

This introductory chapter is composed of six parts, namely the significance of 

the  study  of  the  problems, the  objectives  of  the  study,  the  research  questions,  the 

scope and limitation of the study, the potential contribution of the research study, and 

the structure of the dissertation. 

  

1.1  Statement of the Problem and Significance of the Study  

 

In recent years organizational scholars have become increasingly interested in 

the topic of organizational effectiveness. As in the past, consideration of effectiveness 

has only been represented by applied or practical, and not the theoretical concerns by 

many theorists; for instance, this is especially for contingency theorists who argue that 

some  types  of  organizational  structures  were  better  suited  than  others  to  certain 

environments (Scott, 1987: 319; Robbins, 1990: 48-49). Moreover, many firms who 

have  well-prepared  their  strategic  planning  have  often  failed.  The  effort  to  deliver 

good  results  often  fails  because  in  the  real  world  is  characterized  by  significant 

uncertainty  and  a  complexity  of  environments.  The  future,  by  definition,  cannot  be 

known,  it  can  only  be  guessed  at,  and  even the  best-laid  strategic  plans  can  run 

aground on the rocks of unforeseen changes in industry conditions. Uncertainty about 

the  future  is  always  there  and  cannot  be  totally  eradicated;    take,  for  example,  the 

technological  changes.  Other  common  sources  of  uncertainty  are  the  unanticipated 

moves  of  changing  political  conditions,  changing  regulatory  regimes,  unforeseeable 

macroeconomic shocks, such as the 1997-1998 Asian currency crises which originated in 

Thailand  (BOT,  1997;  Bello,  Cunningham  and  Poh,  1998;  Kotler  and  Kartajaya, 

2000) and the 2000, 2005, and 2007 oil price shocks. All these incidents encapsulate 

both the problems and solutions of the Asian crisis. Although the financial crisis has 

abated somewhat and signs of recovery are evident, individuals, firms, and governments 



2 

 

will benefit from an understanding of how such a crises started and of the strategies 

that  they  employed;  in  short,  it  also  provides  a  learning  perspective  both  for  public 

sector  and  private  companies.    Uncertainty  significantly  complicates  the  process  of 

strategic decision-making and the effectiveness of an organization. 

As  we  know,  strategic  management  is  a relatively  new  discipline,  has  been 

given much important for almost two decades and its role in corporate success having 

been widely recognized, especially in western countries (Porter, 1980, 1985; Robbins 

and Coulter, 2003). It is true that the good strategy fails in the face of bad execution. 

The  evidence  shows  that  strategy  and  execution  are  complementary  not  one  more 

important than the other (Dranove and Marciano, 2005: 2).  

Despite that fact that strategic management framework and contingency-based 

literature  of  organizational  effectiveness are  essential  factors  affecting  the  firm 

(Mintzberg  and Quinn, 1996;  Porter, 1996;  Hamel and Prahalad, 1994;  Scott, 1981), 

the  empirical  evidence  on  the  strategic  management  relationship  of  organizational 

effectiveness  is  still  inconclusive.  There are  few  research  streams  on  this  area  that 

elucidate on what relationships among strategic management framework, its contingency 

variables and organizational effectiveness.   

For  instance,  evidence  on  the  actual  performance  of  an  internal  control 

structure within the organizational environment is almost non-existent, and the topic 

is  relatively  unexplored  by  researchers,  as  noted  by  Kinney  (2000).  There  has  been  

progress in  professional literature on strategic content, strategic action, and strategic 

stance  as  relates  to  organizational  effectiveness  in  organizational  effectiveness 

frameworks,  but  so  far  the  amount  of  multi-perspective  research  on  organizational 

effectiveness  is  limited.    Most  studies  use  the  financial  approaches  in  the  business 

sector,  but  few  are  mentioned  for  the  companies  who  have  government  as  a  major 

shareholder. These studies aim to understand these relationships and at the same time 

to be able to identify the conditions of what factors affecting the firm’s effectiveness, 

why  an  organization  has  different  levels of  organizational  effectiveness,  and  under 

what conditions the firm makes the decisions effectively.   

Robbins (1990) and Scott (1981, 1987) analyzed published research and professional 

articles  and  found  that  there  were  many  more  organizational  effectiveness  topics  in 

organization theory than in practical literature. Increasing the emphasis on organizational 
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effectiveness in practice is crucial (Kaplan and Norton, 1992, 1996), and the lack of 

existing research creates new research needs and opportunities. Obviously, the topic of 

organizational  effectiveness  is  not  easy  to  determine  objectively  as  it  deals  with  vales 

and preferences such as decision-making, goal-setting, power, and  customer satisfaction 

with the firm’s products and services (Scott, 1987: 319-327; Robbins, 1990; Kotler, 

2008).  There  is  no  attempt  to determine  whether  a  given  organization  is  or  is  not 

effective in some general sense. Rather, the researcher attempt to learn what types of 

indicators of effectiveness are proposed for evaluation, why organizations in the same 

environment conditions have the different organizational effectiveness, what factors are 

associated with it, and how to carry out evaluation and comparison a practical basis. 

This study contributes to a further understanding of the strategic content, contingency-

based theory and its observed effectiveness in company contexts via case study. 

The researcher has limited the scope of study to Thai listed companies in the 

Stock Exchange as a case study.  

 

 

 

Figure 1.1  Comparison Of Growth Rate Of GDP And SET Index.  

Source:  SET,  2009. 
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  The  main  reason  behind  this  study  focusing  on  Stock  Exchange  of  Thailand 

(SET)  companies  is  that  the  exchange  is a  major  force  in  the  country  in  terms  of 

capital market investment; that is, the SET is a liquid secondary market for securities 

to  raise  funds  and  win  the  confidence  of all  stakeholders,  which  drives  the  Thai 

economy  forward  in  the  long  term  (see Figure  1.1,  and  Appendix  A).  Additionally, 

the SET is considered part of the socio-economic and political agenda for government 

policy (Patareeya, 2006; Bello, 1998). The estimated capital flow in the stock exchange is 

in-line with the GDP which demonstrates the real effect of the economic development of 

the country (SET, 2009) as illustrated in Figure 1.1. 

The  primary  purpose  of  strategic  management  is  to  create  long-term  and 

mutually  beneficial  exchange  relationships  between  an  organization  and  the  outside 

environment  with  which  it interacts,  with  the  manner  in  which  organizations 

undertake it continuing to evolve.  No longer does senior management function solely 

to direct day-to-day operations, but they must make strategic decisions as well.  This 

elevation of strategic management perspectives and practitioners to strategic positions 

in  organizations  resulted  in  expanded  responsibilities  for  CEOs  or  top  executives.  

Increasingly, they find themselves involved in charting the direction of the organization 

and  contributing  to  decisions  that  will  create  and  sustain  a  competitive  advantage 

which affects their long-term organizational performance (Porter, 1985; Vaghefi and 

Huellmantel,  1999;  Dranove  and  Marciano,  2005).  Moreover,  it  has  been  learnt 

through many case studies that a successful strategy at one given time or place may be 

the  wrong  strategy  in  a  different  time  or  in  a  different  environment  (Dravoe  and 

Marciano, 2005:4). 
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Total Market Cap = 4,989  billion bahtTotal number of listed companies = 530
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Figure 1.2 Total Market Capitalizations in the Stock Exchange of Thailand. 

Source:  SETSMART, 2009.  

 

  Some  of  the  main  target  companies listed  in  the  SET  are  those  in  energy 

industry,  which  play  key  roles  in  the  socio-economic  development  of  the  country. 

Figure 1.2 demonstrates the historical market capitalization of the Stock Exchange of 

Thailand.  Regarding  resource  sector,  their small  proportion  in  terms  of  the  total 

number of firms (28 out of 530 firms or 5.28%) has demonstrated a high contribution  

value (over 32% of total market capital value 4,989 billion baht). This resource sector 

is  a major key driver with almost one-third of the total market capitalization. Since 

1961, many companies have listed on the SET with some failing within a few years 

and going out of business (SET, 2009). Nevertheless, many firms are still performing 

successfully in each sector.  Such successful companies have contributed to the nation 

in terms of social, economic, and political development tremendously.  For instance, 

the energy sector has acted as a source of many employment opportunities for income, 

economic, and social development. This has led the government to place emphasis on 

policy-making or government agenda (NESDB, 2005).  Moreover, one of the growth 

issues most industrial countries began experiencing after the oil shocks is to develop a 

wide range of decision-making models which use various approaches to deal with the 

problems posed by the crisis such as how to be more prospective, and sometimes to 

request  governments  and  international  institutions,  large  firms  or  research  bodies  to 
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act or give advice in developing energy policy (Lesourd et al., 1996: xxii).  In short, 

the resource-energy sector is one of the key to economic success in the 21st century. 

Therefore,  this  dissertation  focuses  on  the  resources  sector  with  its  high  value  and 

massive contribution to the country.  

Among  the  most  critical  decisions  to be  made  in  attempting  to  assess 

organizational  effectiveness  is  the  choice  of  measures  or  indicators  to  be  employed. 

According to the literature, several institutes  such  as  TRIS  (TRIS  Rating  Co.,  Ltd.), 

Thailand Development Research Institute (TDRI), and Platts Institute have explored 

which  organizations  in  the  energy  sector  of  SET  have  to  be  more  effectively  well-

managed  than  others.  None  of  these  institutions  have  conducted  a  concrete  study  of 

how to assess the firm in terms of their organizational effectiveness; moreover, many 

previous studies have posted one-way directions among relationships considered such 

as  financial  components  mainly.  And  even  they  have,  they  will  have  an  individual 

basis, not try to compare with the other firms in effectiveness sense. TRIS agency has 

not conducted for all firms, it depends on their contracts, and willingness to let TRIS 

evaluate the firm, moreover, one barrier is related to confidentiality issue. The initial 

approach that the researcher has asked all these organizations and found that they did 

not  have  any  ranking  in  terms  of  organizational  effectiveness,  only  some  were 

evaluated  in  terms  of  corporate  governance,  and  their credit  rating  (see  Table  1.1). 

TRIS’s  process  in  rating  an  organization is  described  as  follows:  “…after  being 

agreed  upon  with  the  company,  the  TRIS  rating  teams  which  have  a  kind  of 

professional  process  (the  so-called  TRIS  Rating's  Rating  Analysis  Methodology 

Profile-RAMP)  in  appraising  the  firm  such as  sending  the  analysts  team  to  visit  the 

company’s operational site, meetings with the management of each major department, 

and  finally  assigning  the  rating,  TRIS  Rating's  President  and  TRIS  Rating  analyst 

team also have a meeting with the company's top executives to discuss their company's 

strategies and policies, and also meet with the company's audit committee (if any) to 

evaluate the transparency of the company's operations.”   
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Table 1.1  Rating of Each Company in Energy sector of SET by TRIS.  
 

Co.  Com. 
Rating/ 
Outlook 

Date  Co. Rating/ 
Outlook 

Date Rationale 

BANPU  AA-/Stable, 
AA- 

26 Jun 08  AA-/Stable, 
AA- 

29 Apr  09  The  ratings  reflect  BANPU’s  strong  financial  profile,  leading 
position in the regional coal market, as well as a reliable stream 
of dividend income from the power business.  The fluctuations in 
coal  prices  and  prolonged  global  economic  slowdown  which 
could  hinder  the  recovery  of  demand  for  energy  remain  rating 
concerns. 

BCP  BBB+/Stable  5 Nov 08  BBB+/Stable  5 Nov 09  The  rating  reflects  BCP’s  satisfactory  refinery  operations, 
strengthened  balance  sheet,  and  integration  and  support  from 
PTT  PLC  (PTT).    The  rating  also  takes  into  consideration  the 
fluctuations  in  oil  prices  and  gross  refining  margins  as  well  as 
declining demand for refined petroleum products. 

GLOW  A/Stable, A  24 Apr 08  A/Stable, A  23 Apr 09  The  ratings  reflect  GLOW’s  reliable  cash  flow  from  long-term 
Power  Purchase  Agreements  (PPAs)  with  the  Electricity 
Generating  Authority  of  Thailand  (EGAT)  and  long-term 
contracts  with  a  diverse  group  of  industrial  customers  (ICs). 
Moreover,  GLOW  has  a  proven  record  of  providing  reliable 
electricity  and  other  utilities  to customers,  and  receives  strong 
support  from  its  major  shareholder,  GDF  SUEZ  Group.  These 
strengths  are partially  offset by  the  concentration  risk of  ICs in 
the  petrochemical  industry  which  is  facing  a  downturn.    The 
ratings  also  take  into  consideration  GLOW’s  expansion  and 
acquisition plans during the next three years, including both the 
Independent  Power  Producer  (IPP)  and  the  cogeneration 
businesses.   

PTTEP  AAA/Stable, 
AAA 

18 Mar08  AAA/Stable, 
AAA 

22 Apr 09  The  ratings  continue  to  reflect  PTTEP’s  leading  position  in  the 
petroleum  exploration  and  production  (E&P)  industry  in 
Thailand,  its  solid  asset  base,  and  the  support  received  as  the 
E&P  arm  of  the  Thai  government.    The  ratings  also  take  into 
consideration  the  company’s  very  strong  financial  profile  and 
healthy  cash  flow,  despite  falling  petroleum  price  and  large 
capital expenditures planned for 2009-2010. 

RATCH  AA-/Stable  14 Nov07  AA-/Stable  20 Feb 09  The  rating  reflects  the  strong  and  reliable  streams  of  dividends 
paid by its IPP subsidiaries -- Ratchaburi Electricity Generating 
Co.,  Ltd.  (RATCHGEN)  and  Tri  Energy  Co.,  Ltd.  (TECO),  a 
power  plant  portfolio  of  good  quality,  and  a  conservative 
investment  policy.  The  rating  also  takes  into  consideration 
investment plans to develop hydroelectric power projects in Laos 
and  power  plants  in  Thailand.  Declining  demand  for  electricity 
in  2009-2010  will  result  in  a  one-  to  two-year  delay  from  the 
original schedules of many power projects.    

 

Source:  TRIS’ report, 2009.  
 

  TRIS Rating was also developed to compare the risks among rated companies. 

The  rating  agency  reviews  the  company's  industry,  business  and  financial  risks,  as 

well  as  the  company's  projections.  In  analyzing  the  company's  financial  data,  TRIS 

Rating  uses  the  financial  data  collected  from  all  listed  companies  on  the  Stock 

Exchange of Thailand (SET) as a standard of comparison. 

 

   1.1.1  Strategies for Case Selection 

Concerning considerations of strategy in the choice of case study, according to 

Bent Flyvbjerg (Mentioned by Seale, et al., 2004: 420-432), there are various strategies 

of selection and they are not necessarily mutually exclusive. A case can be simultaneously 
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extreme, critical and paradigmatic (the domain that the case concerns).  The interpretation 

of  such  a  case  can  provide  a  unique  wealth  of  information,  because  one  obtains 

various  perspectives  and  conclusions  on  the  case  according  to  whether  it  is  viewed 

and interpreted as one or another type of case. There are two types of selections: a) 

Random selection (random sample, and stratified sample) aims at avoiding systematic 

biases in the sample, the sample’s size is decisive for generalization; b) information-

oriented selection (extreme/deviation cases; maximum variation cases; critical cases; 

and  paradigmatic  cases)  aims  at  maximizing  the  utility  of  information  from  small 

samples and single cases. In the study, the cases are selected on the basis of purposive 

expectations about the information content. 

1)  In the selected case studies, the firms must be categorized as being 

in  the    resources  (energy  and  utility)  sector  in  the  Stock  Exchange  of  Thailand  and 

regarded  as  part  of  the  “Energy  Group”  which  contributes  greatly  to  the  political 

agenda; it is a main driver for the socio-economic thrust of the country as well (a 32 % of 

market  capital  of  Stock  Exchange  of  Thailand,  or  40  %  of  GDP of  Country).  Since 

our  focus  is  only  on  oil/petroleum,  power  generating,  and  service  companies,  the 

other samples such as utilities -water, insulators, and mining are not selected. 

2)  The choice of the particular industry for this study is based upon the 

following  criteria:  1)  the  firm  must  focus  on  business  related  to  energy  (such  as 

petroleum, oil, electricity, or services), the main headquarters are located in Thailand, 

and their some of its basic data should be readily available, 2) the shareholders are a 

combination of Thai government (state owned, state enterprises) and private (trade in 

SET);  and  3)  most  importantly,  the  company  should  have  a  long  history  of 

performance in the energy industry. From the outset, the researcher selected Esso (an 

affiliate  of  ExxonMobil,-number  one  in  the  energy  sector);  unfortunately,  it  was 

dropped  due  to  lack  of  information,  as  it  had  just  registered  in  the  SET  on  May, 

2008). 

3)  For  the  above  reasons,  the  below  seven  firms  met  all  the 

requirements. In addition, the aim of this is to find out about each strategy generated 

by each type of firm and how it affects organizational effectiveness. There are three 

main subsectors: petroleum (oil and gas), power generating (electricity), and service 

energy  (air  refueling);  these  groups  of  case studies  were  selected  from  the  energy 
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group of the resource sector, namely, PTT Plc. (PTT), The Bangchak Petroleum Plc. 

(BCP), Thai Oil Plc. (TOP), Electricity Generating Plc. (EGCO), Banpu Plc. (BANPU), 

Ratchburi  Electricity  Holding  Plc.  (RATCH),  and  Bangkok  Aviation  Fuel  Services 

(BAFS).  This is why we are interested in conducting the research associated with the 

company listed in the SET by focusing on the energy & utility sectors.  

 

Table 1.2  SET, Market Capital by Industry (as of the end of June 2009) 

 

 
No. 

 
Industry 

 
P/E* 

 
P/BV 

Dividend 
Yield 

 
Market Cap 

Turnover 
Ratio 

    (Times)  (Times)        %        (Billion Baht)     %  %        
                

  SET 20.03 1.3  4.7 4,742.5  100.0  58.4
1  AGRO 9.86 1.17  5.6 179.0  3.8  30.8
2  CONSUMP  16.51 0.63  5.1 57.3  1.2  29.9
3  FINCIAL  12.25 1.18  3.3 977.3  20.6  60.9
4  INDUS N/A 0.71  6.0 208.0  4.4  35.2
5  PROPCON  16.32 1.12  5.0 587.9  12.4  70.1
6  RESOURC  23.5 1.69  4.2 1,615.9  34.1  64.3
7  SERVICE  29.3 1.17  5.4 501.2  10.6  59.9
8  TECH 22.96 1.74  6.8 521.1  11.0  66.8

 

Source:  SETSMART, 2009. 

 

In addition, when we compare the government’s proportion in the shareholder 

with  private  investment,  we  also  found  that  each  sector  has  its  own  characteristics 

which needs to be explored among the firms who have dominated investment majority 

by  private  versus  the  firms  which  have  dominated  investment  majority  by  government. 

For  instance,  in  the  petroleum  group,  the  portion  of  PTT  investments  was  done  by 

government  at  69%,  whilst  BCP,  the  government  share  was  28%;  and  in  the  power 

generating  group,  the  share of  government  of  EGCO,  BANPU,  and  RATCH  was 

27%, 2%, and 52% respectively  as shown in Table 1.4. Any influence by government 

shareholder against the less proportion of their operation to the firm. 
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Table 1.3  Market Capital Breakdowns by Subgroup 

 

 
No. 

 
Sector 

 
P/E* 

 
P/BV 

Dividend 
Yield 

 
Market Cap 

Turnover 
Ratio 

    (Times)  (Times)        %        (Billion Baht)     %  %        
                

  SET 20.03 1.3  4.7 4,742.5  100.0  58.4
1  ENERG 23.5 1.7  4.2 1,611.9  34.0  55.9
2  BANK 11.74 1.2  3.0 876.6  18.5  52.5
3  ICT 29.36 1.97  6.8 472.7  10.0  72.1
4  CONMAT  24.39 1.34  4.9 280.6  5.9  59.3
5  PROP 11.97 1.03  4.3 255.0  5.4  74.1
6  COMM  17.21 1.93  4.3 178.9  3.8  44.7
7  TRANS N/A 0.6  7.5 125.3  2.6  65.0
8  PETRO  11.16  0.87  7.3 122.0  2.6  16.0

9  FOOD 12 1.54  4.9 113.3  2.4  44.0

10  MEDIA  17.81 2.37  7.0 87.9  1.9  97.7

11  HELTH  15.21 2.21  3.3 73.0  1.5  7.6

12  AGRI 7.48  0.82  6.7 65.7  1.4  21.3

13  FIN 37.75 0.81  6.4 52.8  1.1  96.9

14  PFUND N/A  0.76  8.8 52.3  1.1  4.7

15  ETRON 7.27  0.81  7.4 48.3  1.0  36.2

16  INSUR 13.8 1.37  4.3 47.8  1.0  1.7

17  IMM N/A 0.48  2.8 44.8  0.9  33.1

18  FASHION  24.78  0.62  4.0 42.9  0.9  4.3

19  TOURISM  22.71 0.7  3.7 34.8  0.7  22.5

20  AUTO 19.45 0.65  5.3 24.0  0.5  85.4

21  PKG 6.64 0.75  7.8 12.6  0.3  37.1

22  HOME 7.25 0.48  9.8 8.2  0.2  79.6

23  PERSON  9.97 1.11  6.6 6.2  0.1  4.4

24  PAPER N/A 0.76  - 4.7  0.1  0.3

25  MINE 23.19 0.78  4.6 4.0  0.1  536.8

26  PROF N/A 0.57  3.4 1.3  0.0  94.2

 

Source:  SETSMART,  2009. 

   

Beyond this consideration, the first half of  2009, there are eight main industry 

groups or 26-subgroup sectors classified by SET as shown in Tables 1.2 and 1.3. Each 

industry  shows  the  market  capital  with more  than  Baht  4,743  billion  overall.  The 

resources represent the biggest section of the market capital. Looking more closely at  

resources, energy and utility has the highest contribution (34.1 percent of total market 

capital) with a market capital of Baht 1,615.9 billion. 
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Table 1.4  Resources Industry Group: Energy (as of 7August, 2009) 

 

 

Government 

Institutions

Local 

Investors

Foreign 

Investors Total

1 PTT  PTT PUBLIC COMPANY LIMITED                   68.6               21.6                 9.8             100

2 PTTEP  PTT EXPLORATION AND PRODUCTION PUBLIC 

COMPANY

                  66.9               22.1               11.0             100

3 IRPC  IRPC PUBLIC COMPANY LIMITED                   60.2               37.2                 2.6            100

4 RATCH  RATCHABURI ELECTRICITY GENERATING 

HOLDING PUBLIC CO.,LTD.

                  52.5               36.2               11.3            100

5 TOP  THAI OIL PUBLIC COMPANY LIMITED                   49.1               40.0               10.9             100

6 PTTAR  PTT AROMATIC PUBLIC COMPANY                   48.7               43.2                 8.2             100

7 EASTW  EASTERN WATER RESOURCES DEVELOPMENT AND 

MANAGEMENT PLC.

                  45.3               36.9               17.8             100

8 BCP  THE BANGCHAK PETROLEUM PUBLIC COMPANY 

LIMITED

                  28.3               71.1                 0.6             100

9 EGCO  ELECTRICITY GENERATING PUBLIC COMPANY 

LIMITED

                  26.9               56.2               16.9             100

10 BAFS  BANGKOK AVIATION FUEL SERVICES PCL.                   22.6               70.1                 7.4             100

11 ESSO  ESSO (THAILAND) PUBLIC COMPANY LIMITED                     7.3               17.5               75.2             100

12 GLOW  GLOW ENERGY PUBLIC COMPANY LIMITED                     2.2               58.1               39.7             100

13 BANPU  BANPU PUBLIC COMPANY LIMITED                     1.7               70.4               27.8             100

14 AI  ASIAN INSULATORS PUBLIC COMPANY LIMITED                       -                  88.0               12.0             100

15 AKR  EKARAT ENGINEERING PUBLIC COMPANY LIMITED                       -                100.0                  -               100

16 LANNA  THE LANNA RESOURCES PUBLIC COMPANY LIMITED                       -                  98.8                 1.2             100

17 MDX  M.D.X. PUBLIC COMPANY LIMITED                       -                  67.7               32.3             100

18 PICNI  PICNIC CORPORATION PUBLIC COMPANY LIMITED                       -                100.0                  -               100

19 RPC  RAYONG PURIFIER PUBLIC COMPANY LIMITED                       -                100.0                  -               100

20 SCG  SAHACOGEN (CHONBURI) PUBLIC COMPANY LIMITED                       -                  99.2                 0.8             100

21 SGP  SIAM GAS AND PETROCHEMICAL PUBLIC COMPANY 

LIMITED

                      -                100.0                  -               100

22 SOLAR  SOLARTRON PUBLIC COMPANY LIMITED                       -                  93.1                 6.9             100

23 SUSCO  SIAM UNITED SERVICES PUBLIC COMPANY LIMITED                       -                100.0                  -               100

24 TCC  THAI CENTRAL CHEMICAL PUBLIC COMPANY LIMITED                       -                  97.5                 2.5             100

25 TTW THAI TAP WATER SUPPLY PUBLIC COMPANY LIMITED                       -                  87.7               12.3             100

%Share by Investor types
Stock NameNo. Company Name

 

 

Source:  SET, 2009. 

  

1.1.2  Strategic Management related to Public Administration 

There are a variety of management perspectives, models and approaches used 

in  the  strategic  management  field  and  organization  theory.  The way  that  strategic 

management  is  developed  depends  on  the  nature  of  the  complexity  of  an  organization's 

environment,  the  organization's  strategic  leadership,  strategic  stance,  organizational 

structure,  and  the  evaluation  of  the  organizational  effectiveness  and  so  forth.  For 

example, there are a variety of strategic management models, including goals-based, 

issues-based,  organic,  scenario  (some  would  assert  that  scenario  planning  is  more  a 

technique than a model), etc.  However, in this study what we are interested in is how 

%Share by Investor types  

No. 

 

Stock Name 

 

Company Name Government 
Institutions 

Local 

Investors 

Foreign 

Investors 

Total 
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we can apply the strategic management factors under various organizational environments, 

not just in the business management but also in public administration as well. 

In the public administration field, many questions have been posed about the 

performance  of  public  organizations.  These questions  often  emerge  from  crises  in 

service  provision  (e.g.  child-protection  scandals)  or  celebrations  of  success  (e.g. 

education-achievement rates, the response of emergency services to disasters such as 

the  tsunami  in  2004  in  Thailand  and  Southern  Asia,  and  the  2008  world  economic 

crisis). However, these examples, like much of the academic literature on private or 

public-service performance, are single case- study illustrations. They do not provide 

the  systematic  evidence  necessary  to  advance  the  science  or  practice  of  public 

administration.  The  absence  of  such  evidence  has  arisen  partly  from  a  lack  of 

attention  to  the  issue  of organizational  effectiveness among  public  administration 

academics and from a lack of relevant data.  

In  recent  years,  with  the  growth  of technology,  more  systematic  information 

on  the  performance  of  public  organizations has  become  available,  and  literature  on 

this topic is now emerging (Kelly and Swindell 2002; Boyne, 2003). Some results of 

empirical  studies  suggest  that  although  environmental  constraints  are  important, 

managers such as those in public organizations have extended their power to influence 

organizational  effectiveness  (Meier  and  O'Toole  2001,  2002).  A  core  managerial 

function is to shape strategy content, which can be defined as the patterns of service 

provision  that  are  selected  and  implemented.  Some  scholars  have  argued  this  is  a 

central influence on public-service performance (Boschken 1988;  Boyne, Martin, and 

Walker 2004; Nutt and Backoff 1995; Wechsler and Backoff 1987).  Nevertheless, no 

systematic empirical evidence exists  on  the  validity of this proposition.  In contrast, 

many studies of private organizations contend and demonstrate that strategy content 

matters  (Ketchen,  Thomas,  and  McDaniel 1996;  Miles  and  Snow  1978;  Slater  and 

Olson 2001, Coltman, Devinney and Midgley, 2005).  For instance, the work of Porter 

(1980) has been instrumental in shaping and communicating the attractiveness of the 

industry as a crucial unit of analysis. According to Porter’s theory, strategy formulation is 

the  product  of,  and  the  response  to,  a  sophisticated  understanding  of  industry 

structure. Over time, researchers have increasingly come to see business strategies as 

systems of related choices (Porter, 1996; Rivkin, 2000; Sigglekow, 2001). Choices are 
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made  by  strategic  leaders  who  need  to  identify  goals  for  competing  in  a  particular 

industry and then nail down the specific activities that deliver competitive advantage 

(Porter, 1986). This strategy of choices of stance is related to where to play and how 

to position the firm in an industry to win.  To win the firm must not only be good at a 

particular activity, but it must be better than the  competitors (Porter, 1986, 1996). This 

leads to the concept of how to operate effectively in an organization, a topic. Scholars 

have become increasingly interested in.  

The idea of competitive advantage lies in the fundamentals of resourced-based 

strategy  which  the  firm  lies  primarily  in the  application  of  the  bundle  of  valuable 

resources  usages  (Wernerfelt,  1984:  172;  Rumelt,  1984:  557-558).  This  resources-

based  view  has  also  been  applied  and  referred  to  by  many  scholars  such  as  ‘core 

competence’ (Prahalad and Hamel, 1989), ‘organizational capabilities’ (Stalk, Evans, 

and  Shulamn,  1992),  ‘strategic  assets’  (Amit  and  Showmaker,  1993),  and  ‘dynamic 

capabilities’ (Teece, Pisano and Shuen, 1997).  The various terminology of this strategy 

makes  it  difficult  for  scholars  to  reach  consensus  (Priem  and  Buttler,  2001).  

Nevertheless, the resources-based view has revealed relationship linkages to improve 

organizational effectiveness (Zollo and Winter, 2002). Another important boost to the 

topic  of  organizational  effectiveness  occurred  when  ‘contingency theorists’  realized 

that some types of structures were better suited that others in the same environment 

and that lead to the inquiry into how to determine the effectiveness of an organization. 

This constitutes the structural contingency theory approach to explaining organizational 

effectiveness.  In the work of  Ouchi’s Theory Z (1981) and Peters and Waterman’s In 

Search of Excellence, their concepts provide valuable insights into new a managerial 

viewpoint, as both conveyed the message that organizational performance is primarily 

a  matter  of  management  effectiveness  –or the  management’s  capacity  to  create  the 

proper  culture  and  motivational  structure  (as  quoted  in  Scott,  1987:  335).  Given  the 

diversity  of  the  approaches  and  ideas  in  the  field  of  strategic  management  and 

organization  theory  as  relates  to  the  inquiry  into  organizational  effectiveness,  this 

review is not meant to be exhaustive, but instead seeks to address another issue that of 

how  to  explain  effectiveness,  how  to  measure  it,  and  why  the  firms  in  the  same 

industry  have  the  different  organizational  effectiveness.  This  study  attempts  to  shed 

the light on these issues. 
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In  sum,  Thai  listed  companies  in  the resources  sector,  specifically  those  in 

energy group are chosen because of their contribution to the country. The researcher 

hopes that with the combination of the organizational environment and the technique 

application of strategic management approaches, he will be able to find the relationship of 

variables and see which factors contribute to organizational effectiveness. This study 

benefit management and public policymakers to fine tune the right way of managing 

the organization system in more effective and more efficient ways. 

 

1.2  Objectives of the Study  

 

The objectives of this paper are as follows: 

1.2.1  To explore and study the interrelationships among the strategic management 

components  of  the  organization,  its  sets of  contingency  elements  (environmental 

conditions,  organizational  structure,  strategic  stance  and  choice),  and  its  organizational 

effectiveness  in  the  energy  group  (oil/petroleum;  electricity/power  generating,  and 

services) of Thai listed companies in the resources sectors. 

   1.2.2 To  identify  the  nature  of  the  relationship  characteristics  of  strategic 

management components and make recommendations aimed at improving organizational 

effectiveness under various organizational, and environmental conditions. 

1.2.3  To  make  recommendations  for  an  organization’s  management’s  decision 

makings  in  making  suitable  strategic  choices in  developing  organizational  effectiveness 

and  aiding  Thai  government  in  designing  public  policy  and  implementation  in  achieving 

its goals for the resource -energy group sector, which is a  key contribution to the Thai 

economy. 

 

1.3  Research Questions 

 

In order to fulfill the objectives of the study, the following research questions 

are addressed:  

1.3.1 In  the  energy  (petroleum;  power  generating;  service)  sector,  why  do 

organizations in the same environment have different organizational effectiveness?   
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1.3.2 Which conditions or components should be taken into consideration in 

order  to  develop  better  conditions  for  a  firm  to  create  the  suitable  organizational 

structure and better organizational effectiveness? 

1.3.3 How  does  the  strategic  choice  that  the  firm  makes  under  different 

environmental  conditions  affect  the  organizational  effectiveness  of  the  firms  in  the 

energy sector in the SET? 

 

1.4   Scope and Limitations of the Study 

 

The scope and limitations of the study are as follows: 

1.4.1 Unit  of  Analysis: This  study  focuses  solely  on  the  resources  (energy 

group: petroleum/oil, and electricity/ power generation) of the public companies listed 

on the Stock Exchange of Thailand. 

1.4.2 Key  Components: This  study  explores  and is  limited  to  only  the 

relationships  among  strategic  management  components  such  as  strategy  actions 

(strategic stance, strategic leadership, and organizational structure) and the organizational 

environment related to organizational effectiveness. It should be made clearly that the 

researcher  is  not  dealing  with  development  administration  in  every  aspect  of 

organization  management.  In  addition,  due  to  the  limitations  of  funds  and  time,  it 

should be recognized from the outset that it is not possible to study every component 

in the entire world of resources sectors, especially in the energy group which affects 

organizational effectiveness. Therefore, only the very important contingency components 

(environment, structure, strategy)  directly relevant to the firms and which combine to 

affect their organizational effectiveness are examined.  

1.4.3 Time constraint: Timeframe of the study is limited until the first half of 

2009. The survey data for this research study were collected between January through 

July 2009. Archival financial data was studied from 2004 until the first half of 2009.  

1.4.4 Scope of the research: The study is not a longitudinal analysis, but more 

a cross-sectional analysis. This study does not discuss in any detail the market capital, 

the financial technical aspects and the history of Stock Exchange of Thailand, which 

are  beyond  the  scope  of  the  study.  There  are  limitations  that  should  be  noted  in 

interpreting and generalizing the results of this study. It is confined only to the energy 
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group of SET in Thailand. There are mixture of product types in the resources sector 

(such as oil, petroleum, gas, utilities, water, insulators, equipment and services); while 

at the same time, with the focus only on the energy industry, there are also difference 

in  critical  decision  variables  and  the  characteristics  of  business  types.  Therefore,  in 

this study, the researcher focuses on only three main key roles of  the  energy  group; 

namely, group 1 (oil or petroleum); group 2 (power generating, electricity), and group 

3 (services). A multiple-case study is employed. 

 

1.5  The Potential Contribution of the Research Study  

 

The contribution of this research study is twofold: 

 

1.5.1  Academic benefit:  

The research findings will act as  a frame of reference, contribute to the body 

of  knowledge  for  analyzing  and  identifying  the  interrelationships  among  strategic 

management,  its  significant  contingency  variables,  an  organization’s  environmental 

conditions,  the  measures  of  strategy  contents,  and  organizational  effectiveness. 

Moreover, it will assist the strategic decision-making of the top management team to 

better  design  the  strategic  choices,  structure,  strategic  leadership  to  manage  their 

organization effectively. 

 

1.5.2  Management benefit:  

The  research  findings  will  advocate  the  realization  of  appropriate  strategic 

thinking  and  management  approach  for  administrators  /  senior  management,  top 

corporate  executives  or  strategic  leaders  who  design  the  organization  in  managing 

their  resources  (controllable  components)  and  how  to  combine  the  environmental 

conditions (uncontrollable components) to within the frame of strategic management 

and  organizational  theory.  This  is  also  for  practical  guidance  in  formulating  or 

executing strategy effectively.  

In short, the research will contribute to top executives for the 21st century and 

help show how to lead an organization strategically, as well as advocate appropriate 

government  action  to  shape  public  policy  suitable  for  the  improvement  of  public 

enterprise effectiveness. 
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1.6  The Structure of the Dissertation 

 

The research study is composed of six chapters as follows: 

 

1.6.1  Chapter One: Introduction 

 This chapter addresses the need for the research questions.  It is composed of 

six  sections  including  statement  of  the  problem  and  significance  of  the  study, 

objectives of the study, the research questions, the scope and limitations of the study, 

the potential contribution of the research study, and the structure of the dissertation. 

 

1.6.2  Chapter Two: Literature Review 

 This  chapter  reviews  the  literature about  strategic  management,  strategy 

stance, structural contingency theory, organizational environment, and organizational 

effectiveness.  There are discussions about the concepts, theories, and approaches of 

variables, especially discussion about the difference between strategy management in 

both private and public organizations. In addition, this chapter also presents the frame 

of reference to examine the relationships among the key construction elements. Some 

empirical  studies  from  prominent  scholars  are  summarized.  The  conceptual 

framework of the study is proposed. 

 

1.6.3  Chapter Three: Research Methodology 

 This chapter describes the research design, instrument development, and data 

collection,  especially  for applying  both  qualitative  and quantitative  research.  Key 

definitions of variables are presented in this chapter. Furthermore, the researcher uses 

the  multiple-case  study  approach  since it  is  the  most  suitable  methodology  for 

understanding  the  particular  complex  situation,  event,  or  phenomenon  of  each 

significant factor related to organizational effectiveness within an organization (Yin, 

1984,  2003).  Case  study  is  an  appropriate methodology  when  a  holistic,  in-depth 

investigation is needed (Feagin et al., 1991: 1-2).  It allows the researcher to obtain 

the  required  in-depth  interview  data  and the  perceptions  of  key  informants  through 

exploratory survey. The data collection, measurement, validity and reliability are also 

given. 
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1.6.4  Chapter Four: Case Studies of Energy Public Companies 

The  chapter  focuses  on  the  energy  sector  by  company,  according  to  three 

sectors:  petroleum  (oil&  gas);  power  generation  (electricity),  and  service  energy  by 

using seven case studies; namely, PTT Plc. (PTT), The Bangchak Petroleum Plc. (BCP), 

Thai  Oil  Plc.  (TOP),  Electricity  Generating  Plc.  (EGCO),  Banpu  Plc.  (BANPU),  

Ratchburi  Electricity  Holding  Plc.  (RATCH),  and  Bangkok  Aviation  Fuel  Services 

(BAFS). The research details case study as regards background, organization development, 

new  initiatives  of  change  management  within  the  various  environments,  and  its 

stakeholders  as  previously addressed  in  the  strategic management  framework.  Also 

since organizations are made up of people, it is the top executives, employees and the 

organizational  structure  within  which  they work  that  have  the  most  impact  on  the 

effectiveness of organizations. 

 

1.6.5  Chapter Five: Summary of Energy Group, Data Analysis &  

          Interpretation  

This  chapter  investigates  the  recent findings  derived  from  chapter  four,  the 

interrelationship  among  the  variables  of  environment,  strategic  leadership,  strategic 

choice/ stance variables and their organizational effectiveness. Overall measures will 

be outlined as well. 

 

1.6.6  Chapter Six: Conclusion and Recommendations  

  After analysis and interpretation, the research finding and recommendations of 

this study are presented in this chapter. This chapter describes the overall findings on the 

energy  group  and  the  interrelationships  among the  variables  which  affect  organizational 

effectiveness.  The  chapter  also  provides  suggestions  for  organizational  management  as 

well  as  the  administrative  development  and  further  research  opportunities  and  the 

limitations of the study. 

 

 



 

 

 

CHAPTER 2 

 

LITERATURE REVIEW 

 

  The main purpose of this chapter is to review the literature and discussion on 

the  concepts,  theories,  and  approaches in  strategic  management,  organizational 

environment, and organizational effectiveness. At the same time, the research literature 

review is provided, the conceptual framework related to the study is also provided as 

follows: 

2.1 Why were Strategic Management and Contingency Theories Selected?  

2.2 The Strategic Management Study 

2.3 Defining Strategic Management 

2.4 Strategic Contents, Actions, and Stances 

2.5 Strategic Action: Environmental  Conditions   

2.6 Strategic Stances (Choices) 

2.7 Dimensions of Organizational Effectiveness 

2.8 A Framework for Analysis  

2.9 Summary 

 

2.1  Why Were Strategic Management and Contingency Theories Selected?  

 

In recent years organizational analysts have become increasingly interested in 

the topic of organizational effectiveness. A growing number of books and collections 

of papers attests to this development. Some critiques have asserted that organizational 

effectiveness necessarily deals with values and preferences that cannot be determined 

objectively (Scott, 1992: 317). This criticism applied not to the general topic but only 

to certain formulations of it. This study extends the literature by exploring theories to 

close the gap, and link them in order to understand organizational effectiveness. The 

study will not seek to determine whether a given organization is or is not effective in 

some  general  sense.  Rather,  the  researcher  will  attempt  to  understand  why  an 
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organization within the same environment has different organizational effectiveness, 

what factors or conditions the firms should take into account to inform their strategic 

choices  in  decision-making  to  develop  organizational  effectiveness.    At  the  same 

time, some measurements are investigated for organization assessment.  

This  study  employs  a  combination  of  strategic  management  theory  and 

contingency  theory  to  study  the  interrelationships  of  organizational  effectiveness. 

These  two  main  stream  approaches are  briefly  described  as  follows: 

Contingency    theory  views  organizations  as  being    in  an  open  system  which  needs 

careful  management  to  satisfy  and  balance  internal  needs  and  to  adapt  to 

environmental circumstances (Morgan, 1986: 48).  Besides being sound theoretically 

and  empirically,  the  contingency  theory is  powerful  and  empirically  valid  and 

superior  to  the  various  other  anti-positivist  organization  theories-closed  system 

theory,  political  theory  of  organizational  structure,  organizational  typologies,  and 

organizational  system  theory  (Donaldson, 1996).  Strategic  management  theories  are 

also prominent in business practice, and have been employed by strategic leaders of 

the firms such as General Electric and Toyota (Porter, 1990; Rothschild, 2007; Liker, 

2004). The application of both theories has been proven businesswise which is why 

the researcher has selected both  in studying the effectiveness of an organization. To 

study  the  relationships  among  contingencies  variables,  strategic  leadership,  and 

organizational structure, various scholars such as Porter (1979) and Mintzberg (1979)  

Burns  and  Stalker’s  (1961)  environment, and  Richard  Scott’s  (1978)  organizational 

effectiveness,  Miles and Snows’ strategic stance typology, and Kaplan and Norton’s 

strategy focused balanced scorecard were selected for this research study. 

 

2.2  Strategic Management Study 

 

A number of strategic management theories, as extensively discussed by many 

scholars,  have been proposed in the literature. Any review of the literature related to 

the  components  which  strategic  leaders  should  take  into  account  when  making 

decisions for an organization to be more efficient and effective. 

 The  strategic  management  field  is  a newly  developed  discipline  originating 

with  highly  acclaimed  “the  Father  of  Strategic  Management”  Igor  Ansoff  (2007). 



21 
 

                                                        

Ansoff was the first pioneer in developing ‘Corporate Strategy’, published originally 

in  1965,  and  followed  by  ‘Strategic  Management’  as  shown  in  the  Figure  2.1. 

Moreover,  the  latter  is  a  multi-disciplinary  approach  covering  a  wide  spectrum  of 

topics  ranging  from  the  natural  sciences  to  social  science  in  general  as  well  as 

philosophy, logic, mathematics, physics, psychology, economics, organization theory 

and the complexity of the management field (Ansoff: 2007; Wheelen, 2006). Figure 

2.1 illustrates the development of strategic management derived by corporate strategy 

and  strategic  planning;  therefore,  strategic  management  has  been  developed  only  a 

few decades.   

 

 

 

 

 

 

 

 

 

 

   

Figure 2.1  The Development of  Strategic Management 

Source:  Ansoff, 2007. 

 

Additionally,  since  research  in  the  area  of  organizational  effectiveness  as 

associated to strategic management is in its infancy, one of the crucial in-depth studies 

of  designing  the  effectiveness  of  an  organization  is  to  develop  an  understanding  of 

each factor which affects its organizational effectiveness.  Originally, concepts were 

derived from the work of Charles Darwin’s famous ‘On the Original of the Species’, 

published  in  1859,  outlined  a  more  fruitful perspective  and  point  of  departure  for 

developing  strategies.  Strategy  is  a  deliberate  search  for  a  plan  of  action  that  will 

develop a business’ competitive advantage and pound it  (Henderson:1989). Besides, 

the work of Igor Ansoff, in the 1960s, Kenneth R. Andrews and C. Roland Christensen 
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of Harvard Business School identified a holistic way of thinking about the enterprise. 

They articulated the concept of strategy as a tool, and as the unifying idea that linked 

together  the  functional  areas in  a  company  and  related  its  activities  to  its  external 

environment for opportunities. Formulating strategy within this approach involved a 

juxtaposition  of  the  company's  strengths,  weaknesses,  the  opportunities  and  threats 

presented  by  its  environment.  Montgomery  and  Porter,  (1991:  xi-xii),  and  Aaker 

(2001: 8-12) noted that the process of developing and implementing strategies has been 

described  over  the  years  in  four  phases:  budgeting,  long-range  planning,  strategic 

planning, and strategic market management as illustrated in Table 2.1.  

 

Table 2.1  Evolution of Management System 

 

  Budgeting  Long-range 
planning 

Strategic 
Planning 

Strategic 
Management 

Management 

emphasis 

Control deviations 

and manage 

complexity 

Anticipate growth 

and manage 

complexity 

Change strategic 

thrust and 

capability 

Cope with 

strategic surprises 

and fast 

developing threats 

/ opportunities 

Assumption The past repeats  Past trends will 

continue 

New Trends and 

discontinuities are 

predictable 
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Source:  Aaker, 2001: 10. 

 

There  are  tremendous  criticisms  of the  first  three  phases  which  their 

assumptions  based  on  the  past  to  predict  the  future;  meanwhile,  the  last  phase, 

strategic  management,  is  able  to  cope  with  the  limitations,  and  is  able  to  deal  with 

outside  environmental  changes,  as  well  as  the  firm  being  able  to  identify  the 

opportunities and threats unlike the first three phases. The study, therefore, has chosen 
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the  last  phase  to  deal  with  this  dynamic  change  in  both  inside  and  outside  the 

organization. 

Chandler  and  Drucker  propelled  the  notion  of  strategy  to  that  of  leading 

management practices. Since then, there have been many advances and refinements in 

both the practice and theory of strategy. This contribution makes the soundness of this 

original  work,  and  it  can  comfortably  encompass,  and  indeed  has  spawned  many  of 

these  strategic  management  and  organizational  developments  (Montgomery  and 

Porter, 1991) 

Aiming  to  understand  a  more  specific object  of  the  study  especially  in 

relationship  to  the  outside  and  internal  environment,  Saloner  et  al.,  (2001)  have 

proposed a basic concept of strategic management  as illustrated in Figure 2.2.   

 

                               

CONTEXT

-External

-Internal

ACTION

-Asset Acquisition

-Asset Deployment

PERFORMANCE

 

 

Figure 2.2  Basic Strategic Management Models. 

Source:  Saloner, Shepard, and Podgorny, 2001: 3. 

 

The  firm’s  actions  together  with  the  context  in  which  they  are  taken 

determines its organizational performance as shown in Figure 2.2. Context and Action 

can combine to determine the firm’s performance in several ways.  Action means the 

acquisition and deployment of the firm’s assets.  Each firm has some existing set of 

assets including know-how, plant and equipment, brand equity, formal and informal 

organizational structure, financial resources, processes, and so forth. Actions consist 

of  deploying  existing  assets  and  acquiring  new  ones.  In short,  all  these  decisions 

profoundly  affect  the  firm  (Saloner  et  al.,  2001).  Although  the  firm  chooses  the 

actions  it  takes,  other  factors  affect  its performance.  These  factors  represent  the 
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context in which the firm acts.  Action includes asset acquisition and deployment. In 

context,  two  environments  are  included; one  is  the  internal  environment,  which 

consists of the assets it owns and the way it is organized while the other is the external 

environment in which the firm operates, which includes both industry characteristics 

such as competitors, buyers, suppliers, and non-market factors (i.e., the political-legal, 

social-cultural, technology, economics). There is no simple prescription for action that 

will  work  in  most  situations  because  the relationship  between  action  and  context  is 

complex. Actions that are mostly effective in one context may fail in another.  As a 

result, managers need to understand how context mediates the effect of action on the 

firm’s performance. (Saloner et al., 2001: 2-3; David, 2003: 80-82). There are some 

key  words  that  need  to  be  clarified,  especially  in  terms  of  “performance”  and 

“effectiveness”. Organizational performance is a general term regarding the organization 

and its evaluation such as effectiveness, efficiency or productivity, and the setting of 

standards and the selection of indicators for assessment (Scott, 1987: 327). Organizational 

performance is defined as the collective result of all the effort and activity that goes 

on inside a firm, and that behavior is determined by the operating environment, that 

is,  the  system  in  which  people  work  (O’Toole  et  al.,  2002:  46-47  in  Frances 

Hesselbein,  Rob  Johnston  editors).  In  the  study,  the  terms  “performance”  and 

“effectiveness” are interchangeable. 

 

2.3  Defining Strategic Management 
 
 

There  is  no  single,  universally  accepted  definition  of  strategic  management 

(Mintzberg  and  Quinn,  1996:  2).  Different scholars  and  researchers  use  the  term 

differently; for instance, some include goals and objectives as part of strategy while 

others make firm distinctions between them. To understand the strategic management 

components, we have to understand some grassroots concepts as follows: 

A  strategy  is  defined  as  the  pattern  or  plan  that  integrates  an  organization's 

major goals, policies, and action sequences into a cohesive whole. A well-formulated 

strategy helps to allocate an organization's resources into a unique and viable posture 

based on its relative internal competencies and shortcomings, anticipated changes in 

the  environment,  and  contingent  moves  by  intelligent  opponents  (Quinn,  1980:  3). 
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According  to  Quinn,  (1980)  strategy  is  derived  from  the  word  “strategos”  which 

referred to a role (a general in command of an army). Later it came to mean "the art of 

the  general,"  which  is  to  say  the  psychological  and  behavioral  skills  with  which  he 

occupied the role. By the time of Pericles (450 B.C.), it came to mean managerial skill 

(administration,  leadership,  oration,  power).  And  by  Alexander's  time  (330  B.C.);  it 

referred  to  the  skill  of  employing  forces  to  overcome  opposition and  to  create  a 

unified system of global governance (Mintzberg and Quinn, 1996: 2). 

Strategy refers to top management’s plans to attain outcomes consistent with 

the  organization’s  mission  and  goals.  One  can  look  at  strategy  from  three  vantage 

points: 1) strategy formulation (developing the strategy), 2) strategy implementation 

(putting  the  strategy  into  action),  and  3)  strategic  control  (modifying  either  the 

strategy  or  its  implementation  to  ensure that  the  desired  outcomes  are  attained). 

Hambrick  and  Fredrickson  (2001:  45-59)  defines  strategy  as  the central,  integrated, 

externally oriented concept of how a firm will achieve its objectives. Andrews (1987) 

views strategy as the pattern of actions that have been taken and those that are to be 

taken  by  an  organization  in pursuing  its  objectives.  Additionally,  in    general  terms, 

Porter (1996: 16) views strategy as meaning different things to different people. 

In  short,  strategy  can  be  viewed  as  a  normative  matter  concerning  what  an 

organization  would  like  to  achieve.  For  instance,  to  guide  the  organization  in  its 

relationship  with  its  environment  to  affect the  internal  structure  and  process  of  the 

organization  or  to  centrally affect  the  organizational  performance.  This  leads  us  to 

understand more on strategic management process. 

There are probably as many definitions of strategic management as there are 

scholars  on  the  subject.  To  attempt  a  summary  in  a  single  sentence  or  paragraph  is 

perhaps unwise; therefore, in this study, the following are some key elements which 

the  study  of  strategic  management  will  encompass.  Thus,  strategic  management  is 

about the present and future direction of the organization.  

Strategic  management  is  defined  as  a  broader  term  that  encompasses 

managing  not  only  the  stages  already  identified  but  also  the  earlier  stages  of 

determining the mission and goals of an organization within the context of its external 

environment. 

  



26 
 

                                                        

Table 2.2  Definitions of Strategic Management 

 

Definitions of Strategic Management 

Scholars/ 
Authors 

Definition of Strategic Management 

Gary Hamel and 
C. K. Prahalad 
(1994:122-128)  

Strategic management is viewed as the organization’s leaders having a clear and shared 
understanding  of  how  their  industry  may  be  different  in  10  years  and  a  strategy  for 
competing in that world; moreover, the leaders should be able to evaluate the extent to 
which a) management has a distinctive and visionary view, rather than a conventional 
and reactive view related to the future; b) a senior management focuses on regenerating 
core strategies rather than on  reengineering core processes; c) a competitive view, the 
company as a rule maker rather than a rule follower; d) a firm's strength is in innovation 
and growth rather than in operational efficiency; e) a firm is mostly out in front rather 
than catching up. 

Thompson & 
Strickland 
(1995:20)  

Strategic management  as a well conceived strategy that aims at capturing a company’s 
best  growth  opportunities  and  defending  against  external  threats  to  its  well-being  and 
future  performance.    It  consists  of  1.  developing  a  mission;  2.  setting  objectives;  3. 
formulating  a  strategy;  4.  implementing  and  executing  the  strategic  plan;  and  5. 
evaluating  performance.  Strategy  formulation  is  the  process  of  deciding  what  to  do, 
while strategy implementation is the process of performing all the activities  necessary 
to do what has been planned (Andrews, 1987). Along these lines, strategic formulation 
is  viewed  as  the  entire  direction-setting  management  function  of  conceptualizing  an 
organization’s mission, setting performance objective and crafting a strategy in order to 
develop  a  strategic  plan.  Additionally,  strategy  implementation  is  the  full  range  of 
managerial activities associated with putting the chosen strategy into place, supervising 
its pursuit and achieving the targeted results. 

David Aaker 
(2001:11-12) 

Strategic management is viewed as strategic market management. It is motivated by the 
assumption that the planning  cycle is  inadequate to deal  with the rapid rate of change 
that  can  occur  in  a  firm's  external  environment.  To  cope  with  strategic  surprises  and 
fast-developing threats and opportunities, strategic decisions need to be precipitated and 
made outside the planning cycle. Strategic management is proactive and future oriented 
or  is  affecting  environmental  change.  For  instance,  governmental  policies,  customer 
needs, and technological developments can be influenced - and perhaps even controlled 
- with creative and active strategies. 

Hill and Jones 
(2001:4-5) 

It  is  the  process  by  which  managers  choose  a  set  of  strategies  for  the  enterprise.    A 
strategy  is  an  action  a  company  takes  to  attain  one  or  more  of  its  goals  or  superior 
performance.  There are two parts:  strategy formulation and strategy implementation. 
The  strategy  formulation  is  the  task  of  analyzing  the  organization’s  external  and 
internal  environments  and  then  selecting  an  appropriate  strategy;  whilst,  strategy 
implementation typically involves  designing appropriate organizational structures and 
control systems to put an organization’s chosen strategy into action. 

Fred David 
(2003:5) 

It is defined as the art and science of formulating, implementing, and evaluating cross-
functional decisions that enable an organization to achieve its objectives. It focuses on 
integrating  management,  marketing,  finance/accounting,  production/operations, 
research and development, and computer information systems to achieve organizational 
success.  

Wheelen and 
Hunger (2006:3)  

Strategic  management  is  defined  as  a  set  of  managerial  decisions  and  actions  that 
determines  the  long  run  performance  of  an  organization.  Additionally,  strategic 
management  includes  environmental  scanning  (both  external  and  internal),  strategy 
formulation (strategic or long-range planning), strategy implementation, and evaluation 
and control.  It emphasizes the monitoring and evaluating of external opportunities and 
threats in light of an organization’s strengths and weaknesses. 

Carpenter and 
Sanders (2007:7),  

It  is  defined  as  a  process  by  which  a  firm  manages,  and  incorporates  the  tools  and 
frameworks for developing and implementing strategy.  
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The  term  strategic  management  is  applied  synonymously  with  the  term 

strategic planning. The latter term is more often used in the business world, whereas 

the  former  is  often  used  in  academia.  Strategic  management  is  also  used  to  refer  to 

strategy formulation, implementation, and evaluation, while strategic planning refers 

only to strategy formulation. The main purpose of strategic management is to exploit 

and  create  new  and  different  opportunities  for  tomorrow;  long-range  planning,  in 

contrast, tries to optimize for tomorrow the trends of today. A summary of literature 

review of strategic management definitions defined by scholars is given in Table 2.2.  

Typically,  many  scholars  and  researchers have  been  concerned  with  offering 

ways  of  analyzing  and  thinking  about  strategy  in  order  to  provide  guidelines  for 

managerial action. As discussed, one overriding assumption promulgated particularly 

by Porter (1980), a leading scholar in this field is the view that strategy management 

is an outcome of a rational, planned process, whereby the current situation is analyzed, 

choices are made about future strategic options, and implementation realizes them. 

Based on the above scholars’ view, in this study, the researcher concludes by 

defining  strategic  management  as:  1)  the  continuous  process  of  determining  the 

mission and goals of an organization within 2) the context of its external environment, 

3)  utilizing    its  internal  environment  to  formulate  appropriate  strategies  by  4) 

visionary  leaders,  implementing  those  strategies,  5)  and  exerting  strategic  control 

through its structure and resources to ensure that 6) the organization’s strategic stance 

(choices)  are  successful  in  7)  attaining  its  goals  and  long-term  performance 

effectively. 

 

2.4  Strategic Content: Strategic Actions and Strategic Stance  

 

Along with the streamlining of strategic management, one question has always 

been posed about the effectiveness of the organization, such as a private organization 

is whether strategy content is a key determinant of organizational effectiveness or not. 

Strategy  content  is  viewed  as  the  patterns  of  service  provision  that  are  selected  and 

implemented.  A  core  managerial  function  is to  shape  strategy  content.  It  comprises 

two  dimensions:  strategic  actions,  referring  to  the  relative  emphasis  on  changes  in 

markets,  services,  revenues,  external  environmental  relationships,  and  internal 
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environmental characteristic, and strategic stance, referring to the extent to which an 

organization is a prospector, defender, or reactor (Miles and Snow, 1978). The same 

aspect is also applied to the public organizations. Many studies of private organizations 

contend  and  demonstrate  that  strategy content  matters  (Ketchen,  Thomas  and 

McDaniel 1996; Miles and Snow, 1978; Slater and Olson, 2001), while some scholars 

have argued that this is a central influence on public-service effectiveness (Boschken, 

1988;  Boyne,  Martin,  and  Walker  2004;  Nutt  and  Backoff,  1995;  Wechsler  and 

Backoff, 1987).  

A  recent  study  of  strategic  stance  by  Boyne  et  al.,  (2004:  231) found  that 

strategic  stance  is  the  broad  manner  in  which  an  organization  seeks  to  maintain  or 

improve its effectiveness. This level of strategy is relatively enduring and unlikely to 

change substantially in the short term (Porter, 1981; Wheenlen and Hunger, 2006). 

A broad range of management research also supports this contention. For instance, the 

literature  on  population  ecology  argues  that structure  and  overall  approach  are  set 

when  an  organization  is  established,  and high  levels  of  structural  inertia  in 

organizational  populations  can  be  explained  as  an  outcome  of  an  ecological-

evolutionary process (Hannan and Freeman, 1977:  929-64;  1984: 149) and a range 

of  evidence  indicates  that  organizations  are  relatively  inert.  The  population  of 

organization  survival  is  dependent  on  natural  selection  (Tippawan  Lorsuwannarat, 

2003:  250-253).  Additionally,  the  view  of  concept  of  strategy  content  also  refers  to 

how organizations actually behave, in contrast to strategies that are only intended but 

unrealized. Intended strategy refers to the original strategy that management plans and 

intends to implement, while, the realized strategy is defined as the actual and eventual 

strategy  that  management  implements.  The  realized  strategy  often  differs  from  the 

intended  strategy  because  unforeseen  environmental  or  organizational  events  occur 

that  necessitate  modifications  in  the  intended  strategy  (Hamel  and  Prahalad,  1989; 

Mintzberg and Quinn, 1996: 41-45; Hill and Jones, 2001: 28-29). 
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2.5  Strategic Actions: Environmental Conditions     

 

Strategic actions have mainly focused on the external environmental relationships, 

and internal environmental characteristics of the organization’s effectiveness. Several 

studies have contributed to the literature on organizational environment, of which the 

term ‘environment’ has been used in many different ways.  

 

2.5.1  External Environmental Conditions     

The  findings  of  Schlesinger  and  Sathe  (1992:  6-12);  Kootz  and  Weihrich 

(1992: 102), Bounds et al., (1994: 615), Kast and Rosenzweig (1979: 119-125), and 

Michael  et  al.,  (1987:  12)  show  that  environmental  conditions  directly  affect  an 

organization,  including  its  managerial practices,  non-managerial  practices  and 

organizational effectiveness. Previous work by Powell (1992: 119-134), Venkatraman 

and  Prescott  (1990:  1-23)  and  Miner  (1998: 74-102)  revealed  that  the  environment-

strategy  link  was  a  consistently  important factor  in  explaining the  differences  in 

business-financial performance levels. Powell further explained that the environment 

influences  the  firm's  direction,  action,  organizational  structure  and  internal  process. 

Therefore,  the  management  must  first  consider  the  environment  in  which  a  firm 

operates  and  the  alignment  of  that  firm's  strategy,  action,  structure,  and  internal 

process  to  that  environment.    As  a  result,  the  researcher  has  taken  the  environment 

into account. 

Since the external environment is too broad to make it clear, in this study, the 

external  environment  concept  are  clarified  first:  Environment  can  be  defined  as 

everything  outside  an  organization's  boundaries  (Miles, 1980:  195).  There  are  three 

views  of  environment:  a)  general  environment,  b)  task  environment,  and  c)  level  or 

degree of environment.   

The first concept “general or societal environment” includes everything 

outside  the  organization  such as  political/legal  conditions,    economic  factors,  socio 

cultural influences, demographic conditions, technological factors, and global issues. 

It does not directly affect the short-run activities of the organization but it often does 

affect or influence the corporation’s long-run decisions. The first concept is too broad 

that it has little practical value.  
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The second concept is the so called ‘specific or task’ which has a more useful 

definition,  originating  with  Dill.  (1958)  The task  environment  refers  to  parts  of  the 

environment that are directly relevant to the organization in achieving its goal (Dill, 

1958:  409;  Wheelen  and  Hunger,  2000:  54).  Its  concept  includes  the  constituencies 

that  are  directly  relevant  to  the  achievement  of  an  organization’s  goals  or  those 

sectors  which  have  a  direct  working  relationship  with  organization,  among  them 

customers,  competitors,  suppliers,  and  the  labor  market  (Daft,  2006:  88-89).  The 

value of this concept is it is useful for distinguishing between the general environment 

in  which  all  organizations  function  and the  more  immediate  specific  or  task 

environment in which individual organizations operate. In short, task environment is 

important because it is made up of those critical constituencies that can positively or 

negatively influence organizational effectiveness.  

Finally, another perspective of external environment is the degree or level of 

environmental  change.  This  affects  the  organization  and  its  effectiveness  and  is 

important  because  not  all  environments  are  the  same.  It  differs  by  what  we  call 

environmental  uncertainty.  Some  organizations  face  relatively  static  environments: 

few forces in their specific environment are changing. There are no new competitors, 

no  new  technological  breakthroughs  by  current  competitors,  little  activity  by  public 

pressure groups to influence the organizations. Other organizations face very dynamic 

environments: rapidly changing government regulations affecting their business, new 

competitors,  difficulties  in  acquiring  raw  materials,  continually  changing  product 

preferences  by  customers,  and  so  on.  Static environments  create  significantly  less 

uncertainty  for  managers  than  do  dynamic  ones.  Since  uncertainty  is  a  threat  to  an 

organization's  effectiveness,  the  organization  management  will  try  to  minimize  this 

risk (Dill, 1958: 409-43 and Robbins: 1990: 209-210).  This concept can be measured 

by using Dess and Beard’s (1984: 52-73) three environmental dimensions of dynamism, 

munificence, and complexity. 

1) Dynamism,   also called “volatility” or “dynamic”, is based on the  

construct  of the uncertainty of the environment (Dess and Beard, 1984). Uncertainty 

means instability and the potential for major and rapid changes (Robbins, 1990: 214). 

Turbulence  and  instability  make  an environment  uncertain,  more  dynamic  and 

volatile.  Thompson  (1965)  mentioned  that decision-makers  (policy-makers)  cannot 
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avoid dealing with uncertainty. Dynamic service industry, for instance, is characterized 

by frequent changes in marketing practices, products and services, technologies, and 

customer needs (Miller and Friesen, 1982). The higher the degree of dynamism means 

the higher uncertainty of the environment. In this study, the researcher examines the 

degree of change in the general environment (political-legal, economic, socio-cultural, 

technological) which impacts the firm. In sum, if the components in an organization’s 

environment change frequently, it’s a dynamic environment. If the change is minimal, 

the environment is called a stable environment. 

2)  Munificence (also called “capacity”, Robbins, 1990: 218) is defined  

as  the  abundance  of  critical  resources  needed  by  an  organization’s  operations  in 

relation to the environment (Castrogiovanni, 1991: 542). In other words, it contrasts 

to a scarcity of resources needed for the firm to acquire or find critical resources, such 

as the natural resources of oil, gas, labor, and so forth. Meanwhile, an abundance of 

resources  or  a  munificent  environment supports  the  opportunities  for  sustained 

organizational  growth  (Tippawan  Lorsuwannarat,  2003:  129).  A  less  munificent 

environment  leads  to  less  uncertainty  encountered  by  the  organization.    Miller  and 

Friensen also found that a munificent environment is relative to the industry conditions that 

provide  the  organization  with  lots  of  opportunities  to  exploit  through  innovation  as  well.   

In  sum,  in  this  study,  the  researcher  examines  the  degree  of natural  resources, 

capacity, and asset size required by a firm. Also if the components in an organization’s 

environment are rich and growing, it has an abundant capacity or munificence.  If the 

components  cannot  support  growth,  the  environment  is  referred  to  as  having  scarce 

capacity. 

3)  Complexity  (Dess  and  Beard,  1984;  Robbins,  1990)  is  a  combination 

of heterogeneity and dispersion concepts proposed by Aldrich (1979). Heterogeneity 

refers to the degree of differentiation between the elements of population an organization 

deals with and any social forces affecting resources.  Dispersion is a measure of the 

degree to which resources are evenly distributed over the range of the environment or 

concentrated  in  particular  locations.  Complexity  may  refer  to  the  number  and 

diversity of competitors, suppliers, buyers, and other environmental actors (Smart and 

Vertinsky, 1984). Meanwhile, in  a simple environment, the firm has less relation with 

the environment, such as a grocery shop in the community; in a  complex environment, 
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the organization has diverse relationships within a diverse environment, for instance, 

a  university  has  mutual  relations  with  government,  alumni,  foundation,  and  other 

interest  groups  (Tippawan  Lorsuwannart,  2003:  127).  As  environmental  change 

becomes  more  frequent  and  complex,  it  motivates  the  organization  to  seek  more 

information and opportunities to innovate that leads to increasing its effectiveness. 

 In  sum,  if  the  components  are  minimal  and  there’s  minimal  need  for 

sophisticated  knowledge,  the  environment  is classified  as  “simple”.  If  there  are  a 

number of components, that are not similar, and there is a high need for sophisticated 

knowledge, the environment is classified as “complex”. In this study, the research has 

taken  the  degree  of  globalization  (domestic  vs  international  operation)  as  the  key  to 

measuring the complexity of the environment. 

Given this three-dimensional definition of environment as illustrated in Figure 

2.3, we can offer some general conclusions. Specifically, there is evidence that relates 

the degrees of environmental uncertainty to different structural arrangements.  1) The 

more  scarce,  dynamic,  and  complex  the  environment,  the  greater  the  uncertainty.  2) 

The  more  scarce,  dynamic,  and  complex the  environment,  the  more  organic  a 

structure  should  be.  3)  The  more  abundant, stable,  and  simple  the  environment,  the 

more mechanistic structure is preferred.  

 

 

 

 

 

 

 

 

 

Figure 2.3  Three-Dimensional Model of the Environment 

Source:  Raymond and  Snow, 2003; Robbins, 1990: 219. 

 

Organization-Environment Relationship:  As  regards  the  relationship  of 

organization and environment, Burns and Stalker (1961) studied twenty English and 
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Scottish industrial firms to determine how their organizational structure and  managerial 

practice related to different environmental condition and found that there are two ends 

of structural continuum: First, the mechanistic structure which is rigid (highly complex, 

formalized,  and  centralized)  in  organization  design  and  has  strong  bureaucratic 

qualities; the other is organic structure which is more flexible in structure and adaptive to 

change. Successful organizations in relatively stable and certain environments tend to 

be  mechanistic.  Relatively organic  organizations  tend  to be  successful  ones  when  the 

environment is dynamic or uncertain. The characteristic of both can be compared in 

Table 2.3 and 2.4. 

 

Table 2.3  Burns and Stalker’s Environment Characteristic & Organizational Structure 

 

Environmental Characteristics Organizational Structure 
  

Stable/Static Mechanistic 

Dynamic/Changing Organic 

 

Source:  Robbins, 1990: 211. 

 

Table 2.4  Comparison of Mechanistic and Organic Structure 

 

Characteristics Mechanistic Organic 
   

Task Definition Rigid Flexible 

Communication Vertical  Lateral 

Formalization High Low 

Influence Authority Expertise 

Control Centralized Diverse 

 

Source:  Robbins, 1990: 211. 

 

Moreover,  Emery  and  Trist  (1965) (as  quoted  in  Robbins,  1990:  212-214) 

proposed  four  type  of  relationship  of  environment-structure:  placid-randomized, 
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placid-clustered,  disturbed-reactive,  and  turbulent  field  as  shown  in  Table  2.5.  The 

inference  is  that  different  environments require  different  structural  arrangements. 

Additionally,  the  first  two  environment  models  are  also  compatible  with  research 

findings  on  technology;  that  is,  the  less routine  the  technology,  the  greater  the 

uncertainty; the less effective the mechanistic qualities, the more important it is to use 

flexible  structural  forms.  Routine  technology  is  associated  with  stability,  and  best 

served by highly structured, and well-coordinated forms. 

 

Table 2.5  Relation of Environment-Structure by Emery and Trist (1965) 

 

Environment 
Descriptive 
Environment 

Organization 
Structure (1) 

Example Organization 

Placid-randomized  Stable (Low 
uncertainty) 

Routine technology 
(mechanistic 
structure) 

-Pure competition, no firm 
to dominate for market. e.g. 
State enterprises, 
government agency 

Placid-clustered Changes strongly, 
but threats to 
organization  are 
clustered 

Routine technology 
(mechanistic 
structure) 

-Suppliers, distributors join 
forces to form  a powerful 
coalition, e.g. OPEC, 
automobiles 

Distributed-
reactive 

Complex Decentralized 
structure 

-Have many competitors; A 
few (2-3) large companies 
dominate the industry 

Turbulent-filed Dynamic (highest 
uncertainty) 

Flexible structure  -The firm needs to develop 
new product and services on 
a continuing basis to 
survive, e.g. Personal 
Computer firms 

 

Note:  No Specific Suggestions Offered by Emery and Trist Model 1990: 212-214. 

 

 Nonetheless, Burns and Stalker's framework is superior to that of Emery and 

Trist  because  Emery  and  Trist  offered  no  specific  suggestions  as  to  the  type  of 

structure  suited  best  to  each  environment,  even  though  their  classifications  are  not 

difficult  to  reconcile  with  Bums  and  Stalker's  terminology.  In  this  research  study, 

therefore,  the  researcher  will  use  Burns  and  Stalker's  framework  in  the  main  for 

studying the relationship between environment and structure.   

Lawrence  and  Lorsch  (1967),  who  originated  the  term  contingency  theory 

(Donaldson, 1995: 13) are one of the main contributors in this field. Paul R. Lawrence 

and  Jay  W.  Lorsch  have  also  studied the  relationship  between  environmental 
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differences  and  effective  organizational  structures  in  10  industrial  firms  in  three 

widely different industries (plastics, food, and containers). The findings showed two 

opposing  organizational  forces,  differentiation  (tendency  among  specialists  to  think 

and  act  in  a  respected  way),  and  integration  (the  quality  of  collaboration  among 

departmental units). The more turbulent, complex, and diverse the external environment 

facing  an  organization,  the greater  the  degree  of  differentiation  among  its  subunits 

(Robbins,  1990:  215-218).  Every  organization  requires  an  appropriate  dynamic 

equilibrium  between  these  two  factors.  In  successful  firms,  both  differentiation  and 

integration increased as environmental complexity increased. Additionally, Lawrence 

and Lorsch’s findings involving organizational subunits were consistent with those of 

an  earlier  inter-industry  study  by  Burns  and  Stalkers  (1961)  that  involved  entire 

organizational  systems.  That  is,  subunits  facing  the  most  certain  environments  were 

the least structured and organic, while subunits facing more predictable environments 

were  highly  structured  and  mechanistic.  Regarding  the  relationship  between  an 

organization  and  its  environment,  there  is no  best  organizational  structure  as  it 

depends  on  how  the  organization  adapts or  fits  the  organization  environment 

(Tippawan  Lorsuwannarat,  2003:  92).  The findings  from  many scholars  also  show 

that  organizational  structures  and  managers’  perceptions  of  the  environment  were 

related (Pugh et al., 1969; Emery and Trist, 1965; Chandler, 1962; Hage and Aiken 

1967; Perrow, 1967; Thompson 1967; and Blau, 1970).  

In  a  nutshell,  concluding  from  the  above  literature  review  regarding  external 

environment  conditions,  the  general  concepts  of,  task,  and  degree  of  environmental 

change, the organization can manage its environment strategically to some degree via 

some  resource  dependence  strategies  which  more  or  less  affect  organizational 

effectiveness.  

 

2.5.2  Internal Environmental Conditions     

For the other dimensions of strategic actions is related to internal environment, 

two dimensions were focused are addressed:  strategic leadership, and organizational 

structure.  Strategically,  experience  shows  management  should  build  strategy  around 

what  the  company  does  well  and  avoid  strategies  whose  success  depends  on 

something the company does poorly or has never done at all. Strategy must be well-
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matched to company strengths, weaknesses, and competitive capabilities. Pursuing an 

opportunity  without  the  organizational  competencies  and  resources  to  capture  it  is 

foolish. An organization's strengths make some opportunities and strategies attractive; 

likewise  its  internal  weaknesses  and  its  present  competitive  market  position  make 

certain strategies risky or even out of the question. 

One of the most pivotal strategy-shaping internal environment considerations 

is whether a company has or can build the core strengths or competencies needed to 

execute  a  strategy  proficiently.  An  organization's  core  strengths  ,the  things  it  does 

especially  well,  are  an  important  strategy-making  consideration  because  of  1)  the 

skills and capabilities they provide in capitalizing on a particular opportunity, 2) the 

competitive edge they may give a firm in the marketplace, and 3) the potential they 

have for becoming a cornerstone of strategy. The best path to competitive advantage 

is  one  where  a  firm  has  core  strengths  in one  or  more  of  the  key  requirements  for 

market  success,  where  rivals  do  not  have matching  or  offsetting  competencies,  and 

where  rivals  can't  develop  comparable  strengths  except  at  high  cost  and/or  over  an 

extended period of time. 

2.5.2.1  Strategic Leadership 

According  to  Finkelstein  and  Hambrick  (1996:  xix),  the  study  of 

leadership encompasses a very wide area of research. If we want to understand why 

organizations  do  the  things  they  do  or  why  they  perform  the  way  they  do,  we  must 

examine and understand top executives. Scholars and researchers view leadership in 

organization  differently.  The  leadership  at the  top  of  the  organization,  the  so  called 

'strategic  leadership'  at  the  apex  of  organizations,  are  basically  concerned  with  the 

strategic  issues/  system.  Finkelstein  and  Hambrick  (1996)  also  state  that  strategic 

leadership  means  focusing  on  the  executives who  have  overall  responsibility  for  an 

organization -their characteristics, what they do, how they do it, and particularly, how 

they affect organizational outcomes. 

Ireland and Hitt (1999: 43 quoted in Daft, 2008: 388-389) view strategic 

leadership  as  the  ability  to  anticipate  and  envision  the  future,  maintain  flexibility, 

think  strategically,  and  work  with  others  to  initiate  changes  that  will  create  a 

competitive advantage for the organization in the future.  
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Hill and Jones (2002: 15-17) define strategic leadership as the ability 

to  articulate  a  strategic  vision  for  the  company,  or  a  part  of  the  company,  and  to 

motivate others to buy into that vision. The characteristics of strategic leadership are: 

1)  Vision,  eloquence,  and  consistency,  2) Commitment,  3)  Being  well  informed,  4) 

Willingness  to  delegate  and  empower,  5) Astute  use  of  power,  and  6)  Emotional 

intelligence.  

Hitt  and  Keats  (1994)  define  effective  strategic  leadership  as  a 

dynamic process of maintaining coherence among the elements of the evolving vision, 

continuous communication with all members of the organization, and a constant effort 

to maintain members' ongoing commitment to the vision. 

The key task of strategic leadership is to give the organization a sense 

of direction; strong leaders must have a vision of where the organization should go. 

Moreover,  they  need  to  be  eloquent  enough  to  communicate  this  vision  to  others 

within  the  organization  in  terms  of  being  energizing  people,  and  consistently 

articulate  their  vision  until  it  becomes  part of  the  culture  of  the  organization  (Tichy 

and  Ulrich,  1984:  59-68;  Westley  and   Hintzberg,  1989:  17-32).  Meanwhile,  the 

mission is defined as why the organization exists and what it should be doing (Hills 

and Jones, 2002: 7; Wheelen and Hunger,  2000: 10) or, to in other words. “what is 

our business?” (David, 1999: 9). 

A strategic vision is viewed as what the firm is capable of accomplishing 

the corporate objectives, normally led by strategic leadership. This is often communicated 

in the mission statement. People in an organization want to have a sense of mission, 

but  only  top  management  is  the  position  from  which  this  strategic  vision  can  be 

specified  and  communicated  to  the  general workforce.  The  importance  of  strategic 

leadership  is  illustrated  by  John  Welch,  Jr.,  the  successful  Chairman  and  CEO  of 

General Electric Company (GE). According to Welch, “Good strategic leaders create 

a vision, articulate the vision, passionately own the vision, and relentlessly drive it to 

completion”  (Tichy  and  Charan,  1989:  113).  The  vision  statement  answers  the 

question “What do we want to become?” (David, 1999: 83). 

Mission statements are enduring statements of purpose that distinguish 

a business from other similar firms. They identify the scope of a firm’s operations in 

product and market with a clear mission statement describing the values and priorities 
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of  an  organization.  A  research  study  suggests  that  about  60  percent  of  all 

organizations  have  developed  a  formal  mission  statement  and  that  high-performing 

firms  have  more  well-developed  mission statements  than  low-performing  firms 

(David and Peace, 1987: 109). 

In addition, mission statements can vary in length, content, format and 

specificity.  Most  academicians  and  practitioners  of  the  strategic  management  field 

have viewed an effective statement as one that exhibits none of the characteristics of 

components. This is because the mission statement is often the most visible and public 

part  of  the  corporation’s  value  expression,  so  it  is  important  that  it  includes  all  of 

these  essential  components  (David, 2003:  69-69).  The  nine  components  are: 

customers  (Who  are  the  firm’s  customer?);  product  or  service  (What  are  the  firm’s 

major offerings?); markets (geographically, where does the firm compete?); technology (Is 

the  firm  technologically  current?);concern  for  survival,  growth,  and  profitability  (Is 

the  firm  committed  to  growth  and  financial  soundness?);  philosophy  (What  are  the 

basic  beliefs,  values,  aspirations,  and  ethical  priorities  of  the  firm?);  self-concept 

(What is the firm’s distinctive competence or major competitive advantage?); concern 

for  public  image  (Is  the  firm  responsive  to  social,  community,  and  environmental; 

concerns?); and concern for employees (Are employees a valuable asset of the firm?) 

(David, 1999: 89-90, and 2003).  

A strategic leaders is one who demonstrates commitment to his or her 

particular  vision,  often  leading  by  example.  Of  note  is  the  case  study  of  Nucor’s 

recently  retired  CEO  Ken  Iverson.  Nucor  is a  very  efficient  steel  maker,  with  the 

lowest cost structure in the steel industry. With Iverson’s tenure as CEO, the company 

has turned in twenty-five years of profitable performance in an industry where most 

other  firms  have  lost  money,  by  inspiring  a  cost-conscious  organizational  culture 

throughout  the  people  of  the  organization.  What  it  is  must  be  something  that  large 

people within the organization are prepared to commit to doing, or otherwise it will 

not  happen  (Thomas  et  al.,  2006:  21).  Moreover,  the  UK  Chartered  Management 

Institute’s 2001 reported  (Holbeche, 2005: 415-416) the top three characteristics of 

strategic leaders should have in all industrial sectors: 1) inspiring (55%), 2) strategic 

thinker  (41%),  and  3)  forward-looking  (36%).  In  a  previously  similar  vein,  Van 

Maurik  (1996)  described  the  essential  characteristics  of  strategic  leadership  as 
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follows:  1)  Wisdom  –able  to  create  visions  of  the  future,  and  pursue  them;  inspiring 

when necessary, adept at influencing and persuading others and a communicator and 

networker; 2) Integrity –demonstrates to others that they are worthy of trust, open and 

honest in dealing with others; 3) Sensitive in approach- can operate as a coach, good 

listener,  able  to  empower  and  develop  others;  4)  Sensitive  in  thinking  –able  to 

conform in approach when necessary but capable of non-conformity, able to challenge 

the  conventional  wisdom  of  situations,  able  to  handle  a  diversity  of  approaches  and 

opinions,  can  think  outside  the  box,  able  to  think  strategically,  and  to  communicate 

the strategies, familiar with a number of strategic tools, a risk-taker when necessary , 

is both–adventurous and courageous. Also, strategic leadership has a communication 

ability  in  order  to  cascade  down  to  or  align  with  lower  levels  of  the  organization, 

commitment, willingness to delegate and empower, and integrity-astute use of power 

(Maurik, 1996 quoted in Holbeche, 2005: 415-416). In addition, the form of mission 

can  amount  to  a  business  philosophy  that  helps  employees  to  perceive  and  interpret 

events in the same way and to speak a common language (Campbell and Nash, 1992: 

13). 

Jeffer  (1992)  has  articulated  a  similar  vision  of  the  politically  astute 

manager who gets things done in organizations through intelligence use of power. The 

power comes from control over resources –including positions, budgets, information, 

and knowledge that is important to the organization. Practically astute managers use 

these  resources  to  acquire  another  critical resource:  allies.  Allies  can  then  help  the 

managers attain their strategic objectives. Pfeffer also stresses that one does not need 

to be CEO to assemble power in an organization. Sometimes quite junior operations 

managers  can  build  a  surprisingly  effective  power  base  and  use  it  to  influence 

organizational outcomes effectively. 

Strategic  leaders  are  skilled  delegators,  recognizing  that  if  they  don’t 

delegate,  they  can  quickly  become  overloaded  with  responsibilities.  They  also 

recognize  that  empowering  subordinates  to  make  decisions  is  a  good  motivational 

tool. Delegation makes sense when this results in decisions being made by those who 

must  implement  them.  At  the  same  time,  strategic  leaders  need  to  maintain  control 

over  certain  key  decisions.  Therefore,  although  they  delegate  many  decisions  to 

lower-level employees, they do not delegate those that are judged to be critical to the 
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future  success  of  the  organization  under  their  leadership  Hill and  Jones  (2002:  16). 

Moreover, to be well informed, strategic leadership develops a network of formal and 

informal  sources  in  order  to  keep  them well  informed  and  up-to-date  about  what  is 

going on within their company.  

According to Goleman (1992: 92-105), coined the emotional  intelligence 

with  reference  to  strategic  leaders who  should  have  a  bundle  of  psychological 

attributes  that  many  strong leaders  exhibit.  These  include  self-awareness,  self-

regulation, motivation, empathy, and social skills.  Self-awareness refers to the ability 

to  understand  one’s  moods,  emotions,  and  drives,  as  well  as  their  effect  on  others 

(limitation  of  leaders).  Self-regulation  is  the  ability  to  control  or  redirect  disruptive 

impulses  or  moods,  to  think  before  acting  (both  self-awareness  and  self-regulation 

help  elicit  the  trust  and  confidence  of  subordinates).   Motivation  refers  to  a  passion 

for  work  that  goes  beyond  money  or  status  and  a  propensity  to  pursue  goals  or 

organization mission with energy and persistence. Empathy means understanding the 

feelings  and  viewpoints  of subordinates  and  taking  them  into  account  when  making 

decisions,  and  social  skills  is  friendliness with  a  purpose  (can  help  leaders  earn  the 

loyalty of the subordinates). In short, strategic leaders who posses these attributes or 

who  exhibit  a  high  degree  of  emotional  intelligence  tend  to  be  more  effective  than 

those who lack them. 

Additionally, the Miles and Snow (1978) typology of strategic orientation 

is used as the overarching framework within which the integrated model is developed. 

This  research  examines  the  linkage  between  strategic  leadership  such  as  top 

executives,  CEOs,  CFOs,  senior  executives and  so  on  and  organizational  performance, 

focusing  on  the  search  for  specific  executive  characteristics  associated  with  varying 

levels of performance. For example, Norburn and Birley found that 'top management 

teams  which  demonstrate  a  preponderance  of  output  functional  experience,  multiple 

company employment and wider educational training will outperform those which do 

not' (Miles and Snow, 1978: 236). 

Miles  and  Fisk  (2006:  24-25)  conducted  the  research  with  1,000 

leaderships  of  the  world’s  largest  quoted  companies  over  the  period  1997-2005,  as 

well as evidence from 10 selected companies as case studies of CEOs, namely direct 

computer  company  Dell,  consumer  electronics  firm  Best  Buy,  the  Royal  Bank  of 
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Scotland,  Lowe’s,  a  DIY  home  improvement retailer  with  850  stores  in  the  USA, 

HSBC,  retailers  Tesco,  Microsoft,  Samsung,  Nokia  and  Starbucks,  regarding 

ascertaining what CEOs have to do to be successful. They found that no one style for 

a  CEO  will  always  be  appropriate,  that  no  one  set  of  actions  will  always  work.  For 

new CEOs, they are finding out what will work in the context of their own personality 

and skills, and of the challenges faced by the business they are running. 

Child  (1973;  1975)  found  evidence indicating  strong  associations 

between management youth and company growth. Several research works examining 

the association between top executives and strategy have primarily focused on linking 

specific  attributes  of  leaders with  the  strategic  behavior of  their  firms.  A  couple  of 

examples are: 1) Miller, Kets de Vries and Tontouse (1982) investigated the question 

of  whether  there  was  a  relationship  between  the  personality  of    a  Chief  Executive 

Officer (CEO) and his or her strategy-making behavior. This finding showed that the 

firms led by confident and aggressive CEOs adopted risky and innovative strategies, 

while firms headed by CEOs given to feelings of conservative characteristics tended 

to  pursue  more  conservative  strategies,  2)  Song  (1982)  reported  that  firms  pursuing 

internal  diversification  tended  to  have CEOs  with  backgrounds  in  marketing  and 

production.  On  the  other  hand,  firms  that  pursued  acquisitive  diversification  were 

more likely to have CEOs with backgrounds in accounting, finance or law. Although 

these sub-streams employ alternative dependent constructs and it is apparent that they 

are both based on similar theoretical foundations. 

 Piphat  Nonthanathorn  (2002:  20)  studied  the  strategic leadership  of 

the  Mass  Rapid  Transit  Authority  of  Thailand  (MRTA),  and  defined  the  strategic 

leadership into four essential aspects, or ‘VISTA’: Vision, Social Architecture, Trust, 

and Alignment. In greater detail, that is: 1) Strategic leadership as a group of persons 

who take  overall responsibility for an organization's outcomes, 2) Be able to forecast, 

create, and communicate their vision and  design the organization social architecture, 

3)  Be  able  to  sensitively  scan  both    the  internal  and  external  environments  which 

influence, and effectively listen to hear and understand the needs and demands of their 

stakeholders,  and  4)  The  ability  to  define  the  organization's  mission,  maintain 

flexibility,  formulate  and  implement  strategies,  create  trust,  and  empower  and  align 

people  to  initiate  changes  that  will  create  a  viable  future  for  the  organization.  The 
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findings  show  that  strategic leadership  in  MRTA  was  moderate  in  vision,  social 

architecture, trust, and alignment. 

In addition, many scholars have investigated the relationship between 

strategic  leadership  and  organizational  effectiveness  and  found  a  highly  positive 

correlation between the two  (Agle, 1993; Bantel and Jackson, 1989. Finkelstein and 

Hambrick,1990;  Govindarajan,  1989;  Hage  and  Dewar,  1973;  Jones,  1997).  These 

studies  included  both  qualitative  and  quantitative  approaches,  for  private  and  public 

organizations, service and manufacturing industries. Additionally, the studies focused 

on the top level such as chief executive offices, general managers, executive leaders, 

executive cadre and other governor bodies (e.g.  Boards of directors) (Bluedorn et al., 

1994:  203;  Blair  and  Rivers,  1992:  85  Phillips  and  Hunt,  1992:  4;  Agle,  1993:  14; 

Finkelstein  and  Hambrick,  1996:  7;  Jones,  1997:  4,  14).  These  strategic  leaders  are 

described by the so called, Top management team (TMTs). TMTs are defined as all 

managers identified by the CEO as belonging to the TMT, inside board members, all 

managers at the vice-president level and higher, the two highest executive levels and 

all  founders  of  the  organization  (Finkelstein  and  Hambrick,  1996:  122).  Also,  other 

several  different  names  are  called  the  executive  team,  chief  and  staff,  executive 

council,  administrative  team,  management  team,  executive  cabinet,  and  strategic 

management team (Terry, 1995: 116-7). The roles of the board of directors involved 

in  the  strategic  decision-making  process include  strategic  formulation  review, 

proactively  initiating  strategic  discussions.  However,  in  this  study,  the  board  of 

directors is not included. 

For  part  of  this  study,  the  researcher  will  integrate  this  strategic 

leadership factor  and at the same time, attempt to reconcile existing research by (a) 

evaluating the alignment  between managerial characteristics and strategic orientation 

and its performance implications, and (b) integrating the findings from organizational 

theories to assess the relative importance of the strategy -- manager alignment vis-a-

vis  the  inertial  forces  associated  with  organizational  size,  age  and  industry 

membership. In essence, rather than examining  the  independent  impact  of  managers 

on  strategy  and  performance,  the  research  contends  that it  is  the  alignment  between 

top executives and strategy that has an impact on organizational effectiveness.  
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All  in  all,  in  this  study  strategic  leadership  can  be  viewed  as  a 

multifaceted concept or through of as a strategic guidance process that sets an overall 

corporate  strategy,  strategy  formulation, and  strategy  implementation  and  led  by 

strategic leaders who are responsible for an organization.  The strategic leaders may 

be individual executives, top management teams, or other governance bodies such as 

boards of directors.   

In sum for the study, strategic leaders are defined as a group of persons 

who have overall responsibility for an organization's outcomes by creating, anticipating, 

processing in communicating vision, and aligning the allocation of resources to cope 

with external opportunities. Additionally, the strategic leaders must have the ability to 

define  the  organization's  mission,  maintain  flexibility,  formulate  and  implement 

strategies,  create  trust,  and  empower  and  align  people  to  initiate  changes  that  will 

create a viable future for the organization. In this study, the researcher proposes the 

three  main  components,  or  ‘VIP’  of  strategic  leadership;  that  is,  Vision/mission, 

Integrity  and  Process  (Communication  ability  and  Alignment).  Vision  /mission 

focuses on the ability to create and anticipate the future; Process includes the ability to 

communicate vision, aligning the allocation of internal resources to cope with external 

opportunities. In ‘Built to Last’, Collins and Porras (1994) explored how executives in 

visionary companies use organizational alignment. Alignment means all the elements 

of  a  company  work  together  in  concert  within  the  context  of  the  company's  core 

ideology  and  type  of  progress  as  it  aims  to  achieve  its  vision.    If  the  firm  is  in 

alignment,  people  will  receive  a  consistent  set  of  signals  to  reinforce  behavior  that 

supports  the  core  ideology  and  achieves  desired  progress.  To  do  this,  two  key 

processes  are  adopted:  1)  developing  new alignments  to  preserve  the  core  and 

stimulate  progress,  and  2)  eliminating  any  misalignment  that  drives  the  company 

away  from  the  core  ideology  or  impedes the  progress  toward  the  envisioned  future. 

Integrity is aimed at empowering people and creating trust and loyalty to organization. 

In  the  US  Study,  Huselid  (1995)  explored the  impact  of  high  commitment  work 

practices  using  measures  of  financial  measures.  He  produced  a  sophisticated  index, 

which  showed  that  a  one  standard  deviation  increase  of  high  commitment  work 

resulted  in  an  annual  increase in  sales  of  over  $27,000  per  employee. The  finding 

found  that  the  effectiveness  of  these  work  practices  was  not  contingent  on  a  firm’s 
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strategy but consistently led to effectiveness improvements. In another research study 

of  ‘great’  companies,  Collins  (2001)  asserted  the  importance  of  starting  with  the 

‘who’  getting  the  right  people  on  the  bus  and  determining  strategy  thereafter.  This 

implies that the success of a visionary company is based on putting the right strategic 

leaders  who  can  work  successfully  within the  environment  and  then  strategy  will 

follow. 

In relation to business success, strategic leaders must skillfully conduct 

not only customer relationship management (CRM), but partner relationship management 

(PRM) as well. Companies are deepening partnering arrangements with key suppliers 

and  distributors,  thinking  of  these  intermediaries  not  as  customers  but  as  strategic 

partners  in  delivering  value  to  final  customers  so  everybody  benefits  (Kotler,  2009: 

674-5). Moreover, an effective internal environment especially strategic leaders must 

be  matched  by  a  strong  sense  of  corporate social  responsibility (CSR),  values,  and 

ethics. As a number of forces are driving organizations to practice a higher level of 

CSR,  for  instance,  rising  customer  expectations,  evolving  employees  goals  and 

ambitions, tighter government legislation and pressure, developing investor interest in 

social criteria, relentless media scrutiny, and changing corporate procurement  practices. 

However,  there  was  not  always  such  belief in  the  value  of  the  social  responsibility 

concept. For instance, in 1776, Adam Smith proclaimed, “I have never known much 

good  done  by  those  who  profess  to  trade  for  the  public  good.”  Milton  Friedman,  a 

famous economist, declared social initiatives “fundamentally subversive” because he 

felt  they  undermined  the  profit-seeking purpose  of  public  companies  and  waste 

shareholder’s money. Some critics worry that important business investment in areas 

such as R&D could suffer as a result of a focus on social responsibility (Grow, 2005: 

76-78). These critics are in the minority. Many now believe that satisfying customers, 

employees, and other stakeholders and achieving business success are closely tied to 

the adoption and implementation of effective business conduct, and corporate image. 

The most admired and increasingly most successful companies in the world abide by 

a  code  of  serving  people’s  interests,  not  only  for  their  own  benefit.  For  instance,  in 

2008,  the  PTT  group  received  one  of  the  Most  Trusted  Brands  2008  Awards,  and 

Special Awards for CSR as well. 

In  this  research,  strategic  leadership  is  studied  in  terms  of  the 

demographic  variables  in  two    components: 1) The  top  executives  profiles, such  as 
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educational  background,  age,  working  experiences,  communication,  articulation, 

personal management style,  role model or icon of organizational success, and other 

administrative variables, such as executive team tenure, locus of control and power, 

and  2)  The  investigation  the  interrelationship  of  the  top  executives  in  terms  of  their 

wisdom-vision/mission.  The  survey  of  managerial  and  staff  employees’  perceptions 

related to their TMTs are also explored. 

 

2.5.2  Organizational Structure 

Organizational structure is generally defined as the allocation of responsibilities, 

activities, and authority to individuals and subordinates. These individuals are  allocated 

vertically  and  horizontally  within  an  organization  chart  that  describes  the  basic 

arrangement  of  work  positions,  formal  authority  and  communication  (Schlesinger, 

1992:  7;  Schermerborn,  1993:  271).  The  elements  of  the  structure  include  subunits, 

such  as  departments  or  divisions,  a  management  hierarchy,  rules  and  plans,  and 

committees and task forces  (Schlesinger and Sathe, 1992: 3).  Three dimensions of 

the  organizational  structure  are  complex,  formalized,  and  centralized.  On  the  other 

hand, Aaker (2001: 288) defines organizational structure as the lines of authority and 

communication  and  specifies  the  mechanism  by  which  organizational  tasks  and 

programs are accomplished. 

Organizational structure is defined by how tasks are to be allocated and who 

reports  to  whom;  the  formal  coordinating mechanisms  and  interaction  patterns  that 

will be followed are characterized by the organization chart.  Organizational structure 

has been measured using a wide variety of variables (e.g.  administrative component, 

autonomy,  delegation  of  authority,  differentiation,  professionalization,  span  of 

control,  specialization,  standardization  and  so  forth.  This  is  dependent  on  various 

theorists (Robbins: 1990: 82).  Three popular organizational structure variables appear 

to be important for analysis, namely, complexity, formalization, and centralization. 

2.5.2.1  Complexity  refers  to  the  degree  of  differentiation  that  exists 

within  an  organization.  It includes  horizontal,  vertical, and  spatial  differentiation. 

Horizontal differentiation refers to the degree of horizontal separation between units 

based  on  the  orientation  of  members,  the  nature  of  the  tasks  they  perform  job  titles 

and their education and training (Hage and Aiken, 1995: 72-97 and Robbins 1990: 83-

85).  Complexity is also defined as the availability of a number of distinct products or 
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services  that  an  organization  offers  (Hage  and  Aiken,  1970).  The  complexity 

dimension  is  usually  measured  by  three  sub-dimensions:  specialization,  functional 

differentiation,  and  professionalism.  Cross-functional  cooperation is  perceived  as 

critical  to  organizational  performance by  various  departments  or  units,  including 

research and development, marketing and manufacturing (Song, Montoya- Weiss and 

Schmidt, 1997). It is this transfer and recombination of information that facilitates the 

creation of new knowledge.  

In  this  study,  the  researcher  investigates  complexity  by  through:  1) 

horizontal  differentiation,  which  is  measured  by  counting  the  numbers  of  different 

units (e.g.  departments) within an organization; 2) vertical differentiation refers to the 

depth  in  the  structure  which  is  measured by  the  number  of  levels  from  the  highest 

position in the organization. Differentiation increases, and hence complexity increases; 3) 

spatial  differentiation  which  refers  to the  degree  to  which  the  location  of  an 

organization’s  offices,  plants  and  personnel  are  dispersed  geographically  (Robbins, 

1990:  89).  The  more  complex  the  organization,  the  greater  the  difficulties  of 

communication, coordination, and control. Additionally, ‘specialization’ refers to the 

extent  to  which  the  tasks  of  energy  firms are  performed  by  an  individual  group  of 

specialists or division of labor.  

A  good  measurement  of  horizontal  differentiation  is  the  number  of 

different  occupations  within  an  organization  that  require  specialized  knowledge  and 

skills  (Hage,  1995:  285;  Robbins  1990:  84).  Diverse  orientations  make  it  more 

difficult for organization members to communicate and for management to coordinate 

their  activities.  The  most  visible  evidence  of horizontal  differentiation  is  specialization 

and departmentalization. 

2.5.2.2    Formalization  is  defined  as  the  extent  to  which  rules  govern 

and  define  duties  and  responsibilities  (Aiken  and  Hage.  1971);  more  specifically, 

formalization  involves  the  extent  to  which explicit  rules,  regulations,  policies  and 

procedures  govern  organizational  activities,  and  normally,  it   refers  to  the  degree  to 

which  jobs  within  the  organization  are  standardized.    Formalization  is  measured  by 

standardization (Robbins 1990: 93). 

Organizations  use  formalization  because  of  the  benefits  that  accrue 

from  regulating  employees’  behavior.  Standardizing  behavior  reduces  variability.  In 
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short, formalization tends to obstruct organizational effectiveness. Additionally, Daft 

(1992) proposes that formalization is often measured by simply counting the number 

of  pages  of  documentation  within  the  company.  Documentation  includes  job 

procedures,  job  descriptions,  and  regulations  and  policy  manuals.  A  high  degree  of 

formalization refers to a less flexible structure. 

2.5.2.3  Centralization  refers  to  the  extent  to  which  organizational 

decision-making  authority  is  dispersed  or  concentrated  (Aiken  and  Hage,  1971).  

Robbins (1990: 106) describes centralization in more detail as the degree to which the 

formal authority to make discretionary choices is concentrated in an individual, unit, 

or level (usually high in the organization), thus permitting employees (usually low in 

the organization) minimum input into their work. When decision making is kept at the 

top  of  the  hierarchy  or  among  strategic leadership,  the  organization  is  highly 

centralized.  A  high  degree  of centralization  refers  to  a  less  flexible  structure. 

Centralization  creates  a  non-participatory  environment  that  reduces  communication 

among  participants  and  involvement  with organization  projects  and  is  associated 

negatively with organization performance such as in innovation success (Damanpour, 

1991; Moenaert et al., 1994). It can be also described more specifically as the degree 

to  which  the  formal  authority  to  make  discretionary  choices  is  concentrated  in  an 

individual  unit  or  level  within  the  organization,  thus  allowing  employees,  usually  at 

lower  levels  in  the  organization,  to  provide  minimum  inputs  into  their  work.  The 

degree  of  control  that  an  individual  holds over the full decision-making process can 

be used as a measure of centralization. 

Centralization versus Decentralization: One key structural dimension is 

the degree of centralization. At one extreme is the centralized functional organization 

consisting  of  specialized  groups  in  marketing,  sales,  production,  engineering,  R&D, 

personnel,  and  administration.  Centralization  will  maximize  economies  of  scale  and 

synergies  across  the  organization.  It  is  most  appropriate  when  there  are  a  limited 

number  of  closely  related  product  lines.  In  contrast,  the  decentralized  organization 

will have autonomous business units based on product or market groupings with the 

ability to develop strategies in response to the needs of the markets they serve. A high 

concentration implies high centralization, whereas a low concentration indicates low 

centralization or what may be called decentralization. 
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Decentralization has been key to the firm’s success because it provides 

performance  assessment,  places  business strategists  close  to  the  market,  allows 

innovation  with  a  minimum  of  bureaucracy,  and  develops  a  subculture  when  the 

nature  of  the  business  warrants.  The  downside  is  that  economies  of  scale  and 

synergies across the organization are often difficult to achieve, and inefficiencies and 

duplications  are  created.  Communication  needs  and  efforts  to  coordinate  branding 

strategies or market research, for example, can create strains and add costs that defeat 

the purpose of decentralization. An important strategic issue is determining whether a 

new firm will fit into an existing organizational structure.  

Moreover,  top  executives  management  now  have  to  disclose  more 

information to external constituencies (e.g. stock exchange officials, brokerage firms, 

stockholders  etc.)  and  more  decisions  require  board  member  approval.    Research 

indicates that the strategic action of becoming a public organization tends to lead to 

more centralized decision making and an increase in formalization (Pugh et at., 1969: 

91-114) 

According  to  Mintzberg  (1983;  1993), organizations  are  structured  to 

capture  and  direct  systems  of  flows  and  to  define  interrelationships  among  different 

parts.  He  has  also  developed  a  structure  in  five  parts:  strategic  apex,  middle  line, 

techno-structure, support staff, and operating core. This typology described in details 

the  general  grouping  of  people  in  the  organization,  organization  design  parameters 

and  contingency  factors  pertaining  to  an  organization's  context,  and  five  potentially 

effective  configurations  of  design  and  contextual  factors.  He  also  described 

organizational design parameters in terms of ways in which organizations define and 

group  jobs,  develop  planning,  control,  and coordinate  systems,  and  determine  the 

location of the decision-making authority.  
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Table 2.6  Summary of Mintzberg’s Five Configurations 

 

Characteristic  Simple 
structure 

Machine 
bureaucracy 

Professional 
bureaucracy 

Divisional 
structure 

Adhocracy 

Specialization  Low  High 
functional 

High social  High functional  High social 

Formalization  Low  High  Low  High within 
divisions 

Low 

Centralization 
 

High  High  Low  Limited 
decentralization 

Low 

Environment  Simple and 
dynamic 

Simple and 
stable 

Complex and 
stable 

Simple and 
stable 

Complex and 
dynamic 

General 
structure 
classification 

Organic  Mechanistic  Mechanistic  Mechanistic  Organic 

 

Source:  Mintzberg, 1993: 280-281;  Robbins, 1990: 305. 
 

According to Mintzberg, the resulting combination of design parameters 

creates  five  categorical  descriptions  of  ideal  types  of  organizations  or  general 

configurations: 1) The simple structure, 2) The machine bureaucracy, 3) The professional 

bureaucracy,  4)  The  divisional  structure, and  5)  The  adhocracy.  The  organizational 

structure,  of  complexity,  formalization,  and  centralization  varies  in  degree  from 

organization to organization as shown in Table 2.6. 

In summary, in this research study, the complexity, formalization, and 

centralization  are  the  variables  leading  to  organizational  effectiveness,  and  will  be 

examined for each case study in the next following chapters.  

 

2.6  Strategic Stance (Choices) 

 

According to Porter (1996: 64), competitive strategy is about being different. 

It means deliberately choosing a different set of activities to deliver a unique mix of 

value.  This  involves  decision-making  for market  positions  and  resources.  Several 

strategic  typologies  are  available  for  studying  various  aspects  of  organizational 

effectiveness  (Shortell  and  Zajac;  1990,  Guilding,  1999). However,  Miles  Snow’s 

(1978)  strategy  is  selected  as  a  framework  for  this  study  because  of  the  following 

reasons: First, the Miles and Snow (1978) typology is the only one that characterizes 

an  organization  as  a  complete  system,  especially  its  strategic  orientation.  Therefore, 
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the  most  important  research  on  the  strategy  structure  relationship  has  been  that 

undertaken  by  Miles  and  Snow  (Robbins, 1990:  130).  Second,  the Miles  and  Snow 

strategic  stance  typology  appears  to  offer a  useful  framework  for  classifying  the 

different strategies displayed by organizations within the same industry. A review of 

the  literature  and  their  own empirical  observations  across  several  industries  (the  16 

firms in the college textbook publishing industry, 52 electronics and food-processing 

companies  and  19  voluntary  general  hospitals)  helped  to  establish  the  usefulness  of 

the  typology  in  describing  strategy  stance.    Finally,  the  Miles  and  Snow  typology 

classified the strategy stance of organizations by using the rate at which the industry 

of  energy  changes  its  offerings  (products/services)  or  markets,  into  one  of  four 

strategic  types:  defenders,  prospectors,  analyzers,  and  reactors  which  are  useful  in 

linking the organization and its environment. 

Miles  and  Snow  (1978)  identified  four  types  of  organizational  adaptation. 

These adaptation types are intended to capture a holistic view of the organization, its 

internal structure and process, and the nature of its interactions with its environment. 

Without  doubt,  there  is  no  typology  that  can  explain  and  specify  every  form  of 

strategic  behavior  organizations  as  the  organizations are  much  too  complex  and 

changeable to permit such a claim. In sum, in this study, the typology of four type of 

strategic stance developed by Miles and Snow (1978) is employed. 

According  to  the  Miles  and  Snow  (1978)  classification  of strategic  stance, 

there are four types: prospects, defenders, reactors, and analyzers.  Organizations may 

display a variety of strategies; they are likely to be part prospector, part defender, and 

part reactor, reflecting the complexity of organizational strategy.  

 

2.6.1 Defenders Do not Strive to be Leaders in The Field but Instead are 

Late Adopters of Innovations once They have been Tried and Tested.  

Defenders take a conservative view of new product development and focus on 

a  narrow  range  of  services,  their  core  activities,  to  retain  an  existing  portfolio  of 

activities  and  protect  their share  of  the  public  budget from  being  attacked  by 

predatory  organizations.  Defenders  are  defined  as  “devoting  primary  attention  to 

improving  the  efficiency  of  their  operations”.   As  a  result,  this  type  is  a  structure 

made up of high horizontal differentiation, centralized control, and an elaborate formal 
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hierarchy for communication. Over time, the true defenders are able to carve out and 

maintain  small  niches  within  their  industries  that  are  difficult  for  competitors  to 

penetrate (Miles and Snow, 1978: 29; Robbins,1990: 130; Tippawan Lorsuwannarat, 2003: 

100-101). 

 

2.6.2  Prospectors are Almost the Opposite of Defenders.  

They  are  the  key  attributes  of  innovative  organizations:  They’re  likely  to  be 

pioneers,  leaders  in  the  field,  and  perhaps  innovation  award  winners.  As  Miles  and 

Snow  stated,  prospectors  are defined  as  organizations  that almost continually search 

for  market  opportunities,  and  they  regularly  experiment  with  potential responses  to 

emerging environmental trends. The prospector's success depends on developing and 

maintaining the capacity to survey a wide range of environmental conditions, trends, 

and  events.  Therefore,  prospectors  invest  heavily  in  personnel  who  scan  the 

environment for potential opportunities. Since flexibility is critical to prospectors, the 

structure is also flexible. It relies on multiple technologies that have a low degree of 

routinization and mechanization. There are numerous decentralized units. The structure is 

low in formalization, having decentralized control, with lateral as well as vertical 

communications (Miles and Snow, 1978: 29; Robbins,1990: 130; Tippawan  Lorsuwannarat, 

2003: 100-101). 

 

2.6.3  Analyzers Try to Capitalize on The Best of Both The Preceding Types.  

They  seek  to  minimize  risk  and  maximize  opportunity  for  profit.  Their 

strategy  is  to  move  into  new  products  or new  markets  only  after  viability  has  been 

proven by prospectors. Analyzers live by imitation; they imitate from the prospectors. 

They essentially follow their smaller and more innovative competitors with superior 

products, but only after their competitors have demonstrated that the market is there. 

They  also  seek  the  hybrid  for  both  flexibility  and  stability.  They  respond  to  these 

goals  by  developing  a  structure  made up  of  dual  components.  Parts  of  these 

organizations  have  high  levels  of  standardization,  routinization,  and  mechanization 

for efficiency. Other parts are adaptive so as to enhance flexibility. In this way, they 

seek structures that can accommodate both stable and dynamic areas of operation. If 

situations change rapidly, demanding organizations to move fully in either direction, 
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their  ability  to  take  such  actions  is  too  severely  limited  (Robbins,1990:  131-132; 

Miles and Snow, 1978: 30; Tippawan Lorsuwannarat, 2003: 100-101). 

  

2.6.4  Reactors Describe The Inconsistent and Unstable Patterns That Arise 

When one of The Other Three Strategies is Pursued Improperly.  

Reactors respond inappropriately, perform poorly, and as a result are reluctant 

to  commit  themselves  aggressively  to  a  specific  strategy  for  the  future.  What  can 

cause  this?  Top  management  may  have  failed  to  make  the  organization's  strategy 

clear.  In  short,  in  contrast  to  the  prospectors  and  defenders,  reactors  have  no 

consistent substantive stance. Although managers in reactor organizations frequently 

perceive  change  and  uncertainty;  they lack  a  coherent  strategy  because  the 

organization  seldom  makes  adjustment  of  any  sort  until  forced  to  do  so  by 

environmental  pressures  (Miles  and  Snow,  1978:  29).  Indeed,  a reactor  stance  has 

been equated with an absence of strategy. Thus, reactors are likely to have a formal 

stance imposed by external agencies, such as regulators. Even if a reactor is instructed 

to behave like a prospector, it may lack the culture and expertise to successfully adopt 

this strategy. Management may not have fully shaped the organization's structure to fit 

the chosen strategy. Management may have maintained its current strategy, structure 

relationship  despite  overwhelming  changes  in  environmental  conditions.  In  sum, 

whatever the reason, the outcome is the same. The organization lacks a set of response 

mechanisms with which to face a changing environment (Robbins,1990: 132). 

In this study, the researcher employs the strategic stance dimension of  Miles 

and Snow’s concepts including prospectors, analyzers, defenders, and reactors.  At a 

conceptual level, these categories appear to cover the major organizational responses 

to  new  circumstances:  prospector  (innovate),  analyzer,  defender  (consolidate),  or 

reactor as shown in Table 2.7 and 2.8. 
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ENVIRONMENT

STRATEGY

ORGANIZATIONAL 
STRUCTURE

Little 

Change and
Uncertainty
(Stable)

Rapid 
Change and 
High 
Uncertainty

Rigid Flexible  / 

Adaptive

Anal
yzer

Prospect
or

React
or

Defe
nder

 

 

Figure 2.4  Environments –Strategy- Structure Continuum 

Source:  Adapted from Robbins, 1990: 134. 

 

Additionally, according to Miles and Snow's four strategies, the four types can 

fall along a continuum that ranges from low to high in terms of environmental change 

and uncertainty. Following the logic of this theory, the more uncertainty and change 

that  management  forecasts,  the  more  it  needs  to  move  to  the  right  along  the 

continuum as illustrated in Figure 2.4. Similarly, as strategies move to the right along 

the  continuum,  the  organization's  structure should  be  modified  or  redesigned  to  be 

increasingly flexible and adaptive (Robbins,1990: 135-136). For example, defenders 

tend  to  thrive  in  stable,  mature,  and  non-innovative  industries,  whereas  prospectors 

capitalize  on  the  growth  opportunities found  in  innovative,  dynamic  environments.
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Table 2.7  Miles and Snow's Strategic Typologies 

Strategy  Goals  Environment  Structural Characteristics Implication example 

       
Defender  Stability and 

efficiency 
Stable domain  Tight control; extensive division of 

labor; high degree of formalization; 
cauterized 

- Limited product range; Competes 
through low cost; High quality, 
efficiency paramount 

       

Analyzer  Stability and 
flexibility, 
Hybrid 

Changing, Hybrid  Moderately centralized control; tight 
control over current activities; looser 
controls for new undertakings, Matrix 
Structure 

- Core of traditional products; 
Enter new market after viability 
established by prospects 

       
Prospector  Flexibility  Dynamic, uncertain 

environment, 
turbulent domain 

Loose structure; low division of 
labor; low degree of formalization; 
decentralized. Flexible Structure 

- Always seeking new product/ 
market opportunity 

       
Reactor  Unstable  Changing Loose structure to fit strategy; 

ineffective performance; unclear 
organization strategy 

- Lack coherent strategy; Pressures 
from auditors, inspectors in driving 
performance improvement 

           
 
Source:  Miles and Snow 1978: 552-558. 
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Table 2.8  Summary of the Strategic Stance Variables 

Variables: Definition Meaning Measurement

Prospectors 

(Innovate)

The extent to which the organization's decision making in finding and 

exploiting new-product and market opportunities. Innovation is more 

important than high profitability. Constantly attempting to identify new 

market segments. The company has built its reputation and long-term 

profitability on developing innovative products, getting quickly to the market 

with those products, exploiting opportunities

Probe: the innovative or pioneer product/market development, and tend to 

compete primarily by stimulating and meeting new market opportunities.

Survey : The multi-item, five point Likert-type scale that reflects the 

forefront of innovative approaches (executives or employees' attitudes 

survey)

Defenders 

(Consolidate)

The extent to which the organization's decision making in seeking stability by 

producing only a limited set of products directed at a narrow segment of the 

total potential market. Strive aggressively to prevent competitors from 

entering their "turf." Tend to ignore developments and trends outside their 

domains, choosing instead to grow through market penetration and perhaps 

some limited product development.

Probe: the control to secure niches within their industry and compete 

primarily on the basis of price, quality, delivery and service.

Survey : The multi-item, five point Likert-type scale that focuses on core 

business areas (executives or employees' attitudes survey)

Analyzers The extent to which the organization's decision making to minimize risk and 

maximize opportunity for profit. Their strategy is to move into new products 

or new markets only after viability has been proved by prospectors. Analyzers 

live by imitation. They imitate from the prospectors. Seek both flexibility and 

stability and respond to these goals by developing a structure made up of dual 

components.

Probe:  this intermediate type in terms of  making fewer and slower 

product/market changes than prospectors and are less committed to stability 

and efficiency than defenders.

Survey : The multi-item, five point Likert-type scale that reflects on the 

strategic type in essentially following their  innovative competitors with 

superior products. Must have ability to respond to the lead of key 

prospectors, Maintain operating efficiency in their stable product and market 

areas (executives or employees' attitudes survey).

Reactors The extent to which the organization's decision making in the inconsistent and 

unstable patterns that arise when one of the other three strategies is pursued 

improperly. They respond inappropriately, perform poorly, and reluctant to 

commit themselves aggressively to a specific strategy for the future. 

Probe: the inconsistent and unstable patterns that arise when one of the other 

three is pursued properly, attempt ad hoc opportunistic deviations from their 

strategies, or never develop a strategy with all its companying considerations

Survey:  The multi-item, five point Likert-type scale that focuses on top 

management may have failed to make the organization's strategy clear.   

Pressures from auditors and inspectors are important in driving performance 

improvement (executives or employees' attitudes survey)
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2.7  Dimensions of Organizational Effectiveness 

 

Organization  theorists  have  contributed  to  a  richer  understanding  of  the 

dimensions of how to measure the effectiveness of the firm. 

The managerial function of controlling is the measurement and correction of a 

firm’s effectiveness in order to make sure that the firm’s objectives and plans devised 

to attain them are being accomplished. According to Giovanni  et al., Bedeian (1991: 

292-305),  valuable  bodies  of  knowledge,  all  related  to  organizational  effectiveness, 

were  to  be  found  in  the  following  areas:  control  concepts,  the  process  of  control, 

characteristics  of  control  systems,  problems  encountered  in  control  and  the  lessons 

learned from them, the variety of control models and techniques, and some principles 

for  effective  and  efficient  control.  At  the  same  time,  there  are  many  difficulties 

involved  with  measuring  organizational  effectiveness  since  organizations  have  a 

variety  of  goals  and  use  multiple  criteria  when  measuring  their  effectiveness 

(Robbins,  1990:  49).  Firms  in  the  private  sector  may  evaluate  their  effectiveness  in 

terms  of  profits,  returns  on  investment,  sales  volumes,  market  shares,  customer 

satisfaction,  and  employee  satisfaction.  Nonetheless,  it  is  very  difficult  for  complex 

organizations to set forth a single measure of effectiveness when they have multiple 

goals.  

Obviously, in this study, in the case of listed companies in the Stock Exchange 

of  Thailand,  there  are  a  lot  of  indicators  to  measure  the  firm’s  effectiveness.    The 

various meanings of organizational effectiveness can be reviewed in order to clarify 

the measurement difficulties (Giovanni et al., 1974: 292-305; Robbins, 1990: 51). 

According  to  Pfeffer  and  Salancik  (1982:  11),  organizational  effectiveness 

(OE) is defined as an organization’s ability to create acceptable outcomes and action. 

Alternatively, it can be seen as how well an organization is doing, relative to a set of 

standards (Scott, 1992: 318). Put into conceptual and operative terms, the OE concept 

is different from organizational efficiency. OE is an external standard of how well an 

organization is meeting the demands of the various groups and organizations that are 

concerned  with  its  activation. However,  organizational  efficiency  is  also  an  internal 

standard of performance and is measured by the ratio of resources utilized to output 

produced.  OE is also viewed as the degree to which an organization realizes its goals 
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or attains its short-(ends) and long-term (means) goals (Robbins, 1990:47-77). There 

are few studies using multiple criteria, especially in the field of strategic management 

research  which  has  been  characterized  as  placing  less  emphasis  on  construct 

measurement  than  other  management  subfields.  Most  research  studies  discuss 

reliability and validity issues, and empirical research in the field commonly relies on 

single-indicator  measures.  Additionally,  studies  rarely  address  the  problems  of 

attenuation due to measurement error (Boyd et al., 2005: 239-257).  Therefore, in this 

study, the researcher applies multiple indicator measures to minimize this problem. 

Since  various  standards  for  assessing  organizational  effectiveness  and 

differences  depend  on  managerial  judgments,  the  research  approach  to  study 

organizational  effectiveness  assessment  needs  to  provide  a  good  starting  point  for 

identifying  and  understanding  organizational  problems.  Some  approaches  of  the 

scholars applying these concepts are as follows: 

2.7.1 The goal-attainment approach 

2.7.2 The system approach 

2.7.3 The strategic-constituencies approach 

2.7.4 The competing-value approach 

2.7.5 The balanced scorecard (BSC) approach 

The  first  fours  famous  approaches  can  be  classified  in  terms  of  organizational 

effectiveness as shown in Table 2.9. 

 

2.7.1  The Goal-Attainment Approach  

Defines  organizational  effectiveness  as  being  measured  by  the  level  of  the 

goal achievement of ends (long-term) rather than means(short-term), the selection of 

which  reflects  strategic  constituencies,  the  self-interest  of  the  evaluator,  and  the  life 

stages  of  an  organization.  To  evaluate  organizational  effectiveness,  an  organization 

needs  to  have  a  clear  understanding  of  its  goals  or  objectives  for  existence  and  its 

management  have  to  ensure  that  all  action  and  utilization,  of  resources  is  geared 

towards  the  achievement  of  the  goals. The  assumption  behind  this  approach  is  that 

organizations are deliberate, rational, goal-seeking entities (Robbins, 1990: 53).  Additionally, 

one  of  the  most  crucial  problems  associated  with  this  approach  lies  in  the  fact  that 

organizations have multiple goals and there are diverse interests within the organization and 

goals which are differently time bound (short-term and long-term). 
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Table 2.9  Classification of Organizational Effectiveness (OE) 

Approach Definition Problems Assumption Application

1.      The goal-

attainment

An organization is effective to 

the extent that it accomplishes 

its stated goals. OE can be 

measured by the level of goal 

achievement of ends (long-term) 

rather than means(short-term), 

The most crucial problem lies in 

the fact that organizations have 

multiple goals and there are 

diverse interests within the 

organization and different time 

bound (short-term and long-term). 

As a result, the ability of 

organizations to identify and 

measure specific ends which 

results in only a partial measure of 

organization's effectiveness.  

Assume that organizations are 

deliberate, rational, goal-

seeking entities 

When having clear goals in 

terms of timeframe, and 

measurement.

2.      The systems Organizational effectiveness as 

an ability to provide imported 

resources retain internal systems 

and successful relationships 

with the organizational 

environment

The problem relates to 

measurement and the issue of 

whether means really matter. To 

be more specific, if ends are 

achieved, the importance of means 

becomes a critical question

Assume that OE as an ability 

to provide imported resources 

retain internal systems and 

successful relationships with 

the organizational environment

A clear connection exists 

between inputs and outputs

3.      The strategic-

constituencies

An organization as a system in 

an environment that has 

influential beneficiary groups 

which control resources of the 

organization. Its concept focuses 

on a part of environment which 

can threaten the organization’s 

survival. 

The problem  lies on the 

practicality of separate task on the 

large strategic constituencies due 

to the dynamism of environment; 

that is, what was crucial to the 

organization in the past may not 

be so for today

Assume that organizations are 

political arenas where vested 

of various constituencies to 

compete and control over 

resources. 

Constituencies have powerful 

impact to the organization, and 

the organization must respond 

to demands

4.      The competing-

value

It offers a framework that 

integrates all of the three 

approaches mentioned above. 

The problem lies in the prediction of 

OE development throughout their 

organization's life cycle.

There is no'best' criterion for 

assessing an organization's 

effectiveness.OE is subjective, 

and depends upon an evaluator 

(personal values, preferences and 

interests)

The organization is unclear 

about its own emphases, or 

changes in criteria over time of 

interest.

 

Source:  Robbins, 1990: 77. 

 

As a result, the ability of organizations to identify and measure specific ends 

results  in  only  a  partial  measure  of  organization's  effectiveness.    For  instance, 

according  to  Herbert  Simon,  a  goal  is  always  embedded  in  a  set  of  goals  which  a 

person  or  group  tries  to  maximize  simultaneously,  that  is  achieve excellence  in  the 

delivery  of  services  to  clients  but  keep  the  maintenance  schedule  up,  keep  the 

members  happy  and  motivated,  maintain  satisfactory  relations  with  legislators  and 

interest groups, and  so forth. Many different interest groups or stakeholders  associated 

with  an  organization,  that  is,  the  managers,  employees,  customers,  constituency 

groups,  oversight  and  regulatory  agencies,  legislators,  communities,  people  in 

different  subunits  with  different  priorities  for  the  organization,  and  so  on,  can  have 

different  goals  for  the  organization  (Simon,  1978:  107-121).  As  a  result,  all  these 

complications  and  assumptions  in  the  goal-attainment  approach,  to  a  certain  extent, 

cause organizational effectiveness scholars and researchers to search for alternatives 

to a simple goal model. 
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2.7.2  The System Approach  

Defines  organizational  effectiveness as  an  ability  to  provide  imported 

resources that retain internal systems and successful relationships with the  organizational 

environment. This approach assumes goals as only a sub-element while  also considering 

an  organization  as  a  complex  system  with  interactive  elements.  Organizational 

effectiveness is measured by the survival of the organization based on consideration 

of sufficient imported resources employed by a suitable number of workers, flexibility 

of  organizational  structure  to  the  environment,  effective  internal  communication 

within the organization, and job satisfaction of personnel.  Again, basically speaking, 

the problems of the systems approach relate to measurement and the issue of whether 

means  really  matter.  To  be  more  specific,  if  ends  are  achieved,  the  importance  of 

means  becomes  a  critical  question.  Especially  because  this  approach  focuses  on  the 

means  necessary  to  achieve  effectiveness  and  not  organizational  effectiveness  itself. 

This measurement method is suitable for ambiguous and non-measurable goals such 

as those in governmental organizations (Robbins, 1990: 58-62).  

 

2.7.3  The Strategic-Constituencies Approach  

Considers  an  organization  as  a  system  in  an  environment  that  has  influential 

beneficiary  groups  which  control  the  resources  of  the  organization.  Its  concept 

focuses  on  the  parts  of  the  environment which  can  threaten  the  organization’s 

survival.  The  survival  of  the  organization  indicates  effectiveness  resulting  from  the 

ability  to  fulfill  the  needs  of  the  related  beneficiary  groups.  Both  systems  and 

strategic-constituencies approaches consider the interdependencies of an organization 

and its environment. Nevertheless, the strategic-constituencies view is not concerned 

with all of the organization's environment. It seeks to focus on only those aspects in 

the  environment  which  could  threaten  the organization's  survival.  This  approach 

assumes  that  organizations  are  political  arenas  where  vested  interests  of  various 

constituencies compete for control over resources. The problem of this approach lies 

on  the  practicality  of  separate  tasks  on  the  large  strategic  constituencies  due  to  the 

dynamism  of  environment;  that  is,  what  was  crucial  to  the  organization  in  the  past 

may  not  be  so  today.  Organizational  effectiveness  becomes  an  assessment  of  how 

successful  the  organization  has  been  at  satisfying  those  critical  constituencies,  upon 
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who  the  future  survival  of the  organization  depends.  Furthermore,  it  is  likely  that 

different functional units or departments view the organization’s strategic constituencies 

differently.  In sum, the survival principle based on the ability to provide and retain 

resources  would  be  easy  for  organizations that  can  control  every  factor  (Robbins, 

1990: 62-67).  

 

2.7.4  The Competing-Value Approach  

Offers  a  framework  that  integrates  all  of  the  three  approaches  mentioned 

above.  The  three  basic  sets  or  pair  of  value  assessments  includes  flexibility  versus 

control, personnel versus organization, and organizational means versus ends. These 

assessment  pairs  can  be  divided  into  four models  of  organizational  effectiveness, 

namely 1) the human relationship model, 2) the open system model, 3) the reasonable 

goal  model,  and  4)  the  internal  organizational  model  with  different  goal  factors 

(Robbins, 1990: 68-76). 
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Table 2.10  Organizational Effectiveness Criteria 

      

1  Overall effectiveness   16 planning and goal setting   

2  productivity 17  goal consensus    

3  efficiency 18  internalization of organizational goals 

4  profit 19  role and norm congruence   

5  quality 20  managerial interpersonal skills   

6  accidents 21  managerial task skills  

7  growth 22  information management and communication 

8  absenteeism 23  readiness      

9  turnover 24  utilization of environment   

10  job satisfaction 25  evaluations by external entities   

11  motivation 26  stability      

12  morale 27  value of human resources   

13  control 28  participation and shared influence 

14  conflict/ cohesion 29  training and development emphasis 

15  flexibility/adaptation  30  achievement emphasis   
 

Source:  Robbins, 1990: 50. 

 

Additionally,  the  criteria  themselves  ranging  from  general  measures  such  as 

quality,  manager’s  values  or  judgment,  and morale  to  more  specific  factors  such  as 

organization members’ behavior, absenteeism, job satisfaction and so forth, certainly 

lead  to  the  conclusion  that  organizational  effectiveness  means  different  things  to 

different people. For instance, there are thirty criteria of organizational effectiveness 

developed by Campbell. (1977, 36-41) He applied this amount as illustrated in Table 

2.10,  concluding  that  an  organization  can  be  effective  or  ineffective  from  the 

perspective of a number of different facets that may be relatively independent of one 

another.  However,  with  the  work  of  many  scholars,  there  was  almost  unanimous 

agreement  that  organizational  effectiveness  requires  multiple criteria;  that  is,  different 

organizational  functions  have  to  use  different  measures,  and  it  must  consider  both 

means  (process)  and  ends  (outcomes).  In  brief,  organizational  effectiveness  can  be 

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

term  (means)  objectives,  the  selection  of  which  reflects  strategic  constituencies,  the 

self-interest  of  the  evaluator,  and  the  life  stage  of  the  organization  (Robbins,  1990: 

50-77). 
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In  summary,  looking  at  the  complications  and  conceptual  problems  of 

measuring  effectiveness  in  an  organization,  it  is,  of  course,  difficult  to  avoid 

encountering  the  problem  of  choosing  between  subjective  measures  and  objective 

measures.  Nevertheless,  having  examined four  generally  agreed  approaches  to 

organizational  effectiveness,  the  researcher would  like  to  conclude  that  at  different 

points in time, one needs to adopt different approaches to determine effectiveness and 

or  solve  administrative  problems  in  an  organization.  From  the  researcher’s  point  of 

view, the concepts of the four approaches are not mutually exclusive and there is no 

one best approaches to organizational effectiveness. Therefore, it is important that the 

organization’s  owner,  strategic  leaders,  managers  can  define  the  organization  goals 

with the consensus of organizational members. Consequently, the conceptual agreement 

can  then  be  transformed  into  the  functional  goals  of  responsibilities  of  strategic 

business  units.  Sometimes,  organizations need  to  employ  more  than  one  approach 

with  each  approach  providing  a  distinctive  conceptual  framework  in  understanding 

philosophy of administrative development. Perhaps this is the reason why it is critical 

for  us  to  understand  the  assumptions,  strengths,  limitations  and  implications  of  all 

four approaches to organizational effectiveness.  

 

2.7.5  The Balanced Scorecard (BSC)  

Approach  After a literature review of the first four concepts, it seems that the 

competing-value approach has a solid conclusion; however, it still lacks coherence in 

defining  how  to  integrate  the  criteria  to measure  the  overall  effectiveness  of  an 

organization.  There  is  still  only  a  loose  concept  of  what  to  measure  in  cases  of 

complexity,  whether  to  just  consider  only  a  single  measure  at  a  time  to  justify  the 

success of the organizational effectiveness, and a firm’s  management  decision-making 

in selecting or choosing the most appropriate indicators to measure its effectiveness. 

The  last  approach  is  one  newly  developed  in  the  strategic  management 

concept.  In  this  concept,  strategic  control  is  one  of  the  key  issues  related  to 

organizational  effectiveness.  According to  Hill  &  Jones  (2001:419-449),  a  strategic 

control  concept  is  defined  as  a  process  by  which  managers  monitor  the  ongoing 

activities of an organization and its members to evaluate whether activities are being 

performed  efficiently  and  effectively  and  to  take  corrective  action  to  improve 
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performance  if  they  are  not.  First,  strategic  managers  choose  the  organizational 

strategy and structure they hope will allow the organization to use its resources most 

effectively to create value for its customers. Second, strategic managers create control 

systems  to  monitor  and  evaluate  whether, in  fact,  their  organization's  strategy  and 

structure  are  working  as  the  managers  intended,  how  they  could  be  improved,  and 

how they should be changed if they are not working.  

In  this  study,  the  distinction  between  “organizational  performance”  and 

“organizational  effectiveness”  needs  to  be  clairifed.    In  the  review  of  literature,  the 

urgent  need  for  productivity  improvement  is  recognized  by  government,  private 

industry,  and  scholars,  according  to  Schermerborn  (1993:  8),  and  Koontz  and 

Weihrich  (1994:  11-12),  organizational performance  simply  means  productivity; 

productivity  implies  effectiveness  and  efficiency  in  individual  and  organizational 

performance.    Another  view  is  that  the  effectiveness  refers  to  an  evaluation  of  the 

results of performance, whilst productivity is defined as the ratio of effectiveness to 

the cost of achieving that level of effectiveness (Campbell, 1990: 705). The quantity 

and  quality  of  work  performance  can  be  measured  with  resource  utilization  at  the 

level  of  the  individual,  group,  and  organization.  In  this  sense,  organizational 

performance  is  composed  of  effectiveness,  satisfaction  of  employees  and  efficiency 

that  indicates  high  productivity  and  managerial  success.  Effectiveness  is  the 

achievement of objectives. 

Effectiveness  is  a  measure  of  task  output  or  goal  accomplishment,  for 

example, having your work to meet the daily targets of both production quantity and 

quality. Efficiency is the achievement of the ends with the least amount of resources, 

or  a  measure  of  the  resource  cost  associated  with  goal  accomplishment;  that  is,  the 

realized output compared to the inputs consumed by the cost of manufacturing. In the 

employee satisfaction measurement, effectiveness is related to the quality of work life 

including  fair  pay,  safety,  and  opportunity to  learn.  The  implication  of  the  above 

concept is that when one turns to the literature on organizational effectiveness in an 

organization, one tends to find the difficulty of defining and determining organizational 

effectiveness.  Those  who  set  out  to  study effectiveness  have  to  realize  that  the 

assessment of whether an organization does its job well involves numerous complex 

technical, economic, ethical, values, and ideological issues. If they refer to organizational 
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success or ‘performance’ that bears less of a semantic implication than the activities 

of the organization brought about the success. Effectiveness suggests not only that the 

organization had good results, but that it also brought these results into effect through 

its management, design, and other features (Campbell, 1990: 36-71; Scott, 1987: 319-

323; Robbins: 1990: 76-77). Nevertheless, to some extent, in this context study, the 

terms “effectiveness” and “performance” are interchangeable. 

Moving  back  to  the  organizational  effectiveness  view,  the  strategic  control 

does not just mean reacting to events after they have occurred; it also means keeping 

organization on track, anticipating events that might occur, and responding swiftly to 

new  opportunities  that  present  themselves.   There  are  four  dimensions--  efficiency, 

quality, innovation and responsiveness to customers -- which align with the balances 

scorecard concepts developed by Kaplan and Norton (Kaplan and Norton. 1992:7 1-

79;  1996:  75-85,  1993:  72).    The  previous  review  of  this  concept  was  developed  in 

early 1990s.  

Rockart (1979) introduced a new concept to improve management control and 

information  systems.  He  proposed  a  concept  the  so-called  ‘critical  success  factor 

(CSFs),  which  is  defined  as  those  areas  of  activity  that  should  receive  constant  and 

careful  management  attention.  The  key  point  is  that  he  recommended  that  each 

performance in each area of the organization should be continually measured with the 

available information. Apart from Rockart’s theory, there are two important scholarly 

works  from  Harvard  University,  namely  Robert  Eccles’  “The  Performance 

Measurement  Manifesto”  (1991),  and  Robert  Kaplan  and  David  Norton’s  “The 

Balanced  Scorecard:  Measures  that  Drive  Performance”  (1992),  and  this  comprehensive 

concept  of  the  balanced  scorecard  (BSC)  was continued  in  a  series  of  articles  in 

Harvard Business Review and various books (Kaplan and Norton, 1992, 1993, 1996a, 

1996b,  2001).  These  two  articles  conveyed  a  similar  message:  financial  measures 

alone are insufficient to gauge business performance. Eccles suggested that business 

models, which are conceptual representations of relationships between non-financial 

and  financial  results,  be  used  to  identify  the  non-financial  drivers  of  business 

outcomes.    In  brief,  Kaplan  and  Norton’s notion  of  the  “balanced  scorecard”  (BSC) 

ultimately proved more influential that Eccles’ call for business performance models. 

Additionally, the BSC translates an organization’s mission into a comprehensive set 
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of measures that provides the framework for strategic management and a management 

system (Marshall, 2002: 81-82).  By the mid-1990s, between a third and two-thirds of 

US  companies  had  adopted  the  balanced  scorecard  concepts  or  some  variant  of  it, 

aiming  at  the  performance  appraisal  of  their  managers.  Finding the  right  scorecard 

measures–especially  non-financial  measures that  look  ahead  –  is  essential  both  for 

strategic measurements and for appraising and  compensating performance.  Combining 

these measures into an appraisal of overall performance, while not essential to strategic 

measurement, is essential in compensating performance.  

Moreover,  the  aim  of  the  BSC  is  to  facilitate  in  depth  discussion  about  a 

company's vision, strategy and critical success factors and translate them into specific 

measures and objectives in action. For instance, take the study “Linking Strategy into 

Operational  Management:  A  Survey  of BSC  Implementation  in  Finnish  Energy 

Sector”  (Haapasalo,  Ingalsuo,  and  Lenkkeri. 2006:  701).    The  study  revealed  that 

maintaining a vision and a strategy had not been very prevalent in Finnish electricity 

companies.  However,  the  deregulation  of the  energy  markets  in  Finland,  from  the 

mid-1990s  onwards,  has  increased  the  competition  and  made  maintaining  a  strategy 

all the more important.  In 1996, the Procurement Division in the U.S. Department of 

Transportation (DOT) was one of the first government agencies to adopt the balance 

scorecard (Kaplan and Norton, 1996: 181-182, 2001: 143).   

Related  to  organizational  effectiveness,  the  Balance  Scorecard  (BSC) 

employed  the  concepts  of  financial  and non-financial  measures  as  part  of  the 

information  system  for  employees  at  all levels  of  the  organization.  Chakravarthy 

(1986),  Dess and Robinson (1984) and Eccles (1991) all concur with this view, which 

has  been  described  as  the  balanced  scorecard  approach  to  assessing  performance  at 

the  organizational  level.    Along  the  streamline  of  measurement,  Hax  and  Majluf 

(1991:  156-159)  are  viewed  organizational effectiveness  as  corporate  objectives, 

including both financial and non-financial measures. The former include quantitative 

financial measures that related to size, growth profitability, capital markets, and other 

financial  variables.  The  financial  measurements  included  the  short-term  as  well  as 

long-term  survival  and  development  of  the firm.  The  non-financial  aspect  measures 

the focus on the overall efficiency of the managerial functions of the firm, especially 

human resources, technology, procurement, manufacturing, and marketing. 
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 The  measures  of  BSC  represent  a  balance  between  the  external  measures 

about  shareholders  and  customers  and  the  internal  measures  of  business  processes, 

innovation,  and  learning  and growth.  In  addition,  BSC  measures  past  results  and 

proceeds towards projecting future performance. BSC translates mission and strategy 

into  objectives  and  measures,  which provide  a  framework  and  language  for 

communication.  This  system  measures  organizational  effectiveness  across  four 

balanced perspectives: financial, customers, internal business processes, and learning 

and growth (Kaplan and Norton, 1996: 15-20; 2001: 23). 

2.7.5.1  Financial:  The  strategy  for growth,  profitability,  and  risk 

viewed from the perspective of shareholder. 

2.7.5.2  Customer: The strategy is for creating value and differentiation 

from the perspective of the customer. 

2.7.5.3  Internal business process: The strategic priorities are for  various 

business processes, which create customer and shareholder satisfaction. 

2.7.5.4  Learning and growth:  The priorities are to create a climate that 

supports organizational change, innovation, and growth. 

2.7.5.1  The Financial  

Perspective shows whether the organizational strategies,  implementation, 

and  execution  are  improving  the  bottom-line.  Typically,  the  objective  of  financial 

measurement is related to profitability, such as operating income, return on investment or 

economic  value  added.    Profit,  financial  turnover  of  organizations,  and  other  fiscal 

indicators  (e.g.    return  on  investment,  market  share,  etc.)  are  clearly  open  to  an 

enormous range of external factors, making them problematic as ‘pure’ indicators of 

organizational  effectiveness.    As  Eccles  (1991)  also  stated,  the  leading  indicators  of 

business  performance  cannot  be  found  in  financial  data.  Differences  in  economic 

conditions, competition in different sectors, rates of exchange, mergers and acquisitions, 

and  accounting  procedures,  for  instance,  can  all  impact  enormously  on  the  bottom-

line  financial  performance  of  an  organization.    Nevertheless,  it  may  be  possible  to 

control for some of these external factors by ensuring that financial data are directly 

comparable from organization to organization (e.g. by making statistical adjustments 

for differences at end-of-year dates, omitting data on major acquisitions, ensuring that 

accounting  procedures  are  comparable,  etc.). It  is  important  that  the  researcher  is 
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confident of the comparability of such data in order to include them as indicators of 

organizational effectiveness. In addition, various scholars (Dess and Robinson, 1984, 

Venkatraman  and  Ramanujam,  1987)  have found  that  perceptions  of  corporate 

performance  by  top  management  teams  are highly  correlated  with  actual  financial 

performance  data.  This  suggests  that  it  may  be  possible  to  obtain  subjective 

perceptual  data  on  corporate  effectiveness with  some  confidence  if  this  information 

can  be  obtained  from  a  trusted  and  reliable  source  (e.g.  senior  management).  Some 

businesses have reached the mature stage, where organizations or companies want to 

harvest  the  investment  made  at  earlier  stages.  In  the  harvesting  stage,  the  business 

does  not  expand,  but  earns  just  enough  to  maintain  expenditure  and  equipment. 

However,  the  business  can  choose  financial  objectives  related  to  revenue  growth, 

productivity improvement, cost reduction, asset utilization, and risk management. In 

sum,  in  the  case  study  of  the  energy  group registered  in  the  Stock  Exchange,  ROE, 

ROA, profitability, gross margin, and debt-to-total asset are selected. 

2.7.5.2  The Customer  

Perspective  is  necessary  in  order  to  focus  on  the  targeted  market  and 

business  segment.  The  core  measures  of  customer  outcome  include:  customer 

satisfaction, loyalty, retention, acquisition, and profitability. These outcome measures 

represent the targets for a company's marketing, operations, logistics and product and 

service development processes. In addition, companies can deliver value propositions 

to  their  targeted  customer  segment  by selecting  various  attributes:  product  and 

service,  functionality,  quality,  price,  customer  relationship,  quality  of  purchasing 

experience  and  personal  relationships,  image,  and  reputation.  The  customer  Satisfaction 

index is often employed. 

2.7.5.3  The Internal Business Processes  

Perspective  concerns  objectives  and  measures  that  are  derived  from 

explicit  strategies  to  meet  the  expectations  of  stakeholders  and  targeted  customers. 

The  internal  business  processes  perspective  includes  the  short  and  long  wave 

innovation  cycle  that  sustains the  business  and  delivers  value  to  target  customers. 

These cycles involve new product development and its delivery to targeted customers. 

In  addition,  the  organization  has  to  identify  the  process,  time,  cost,  quality,  and 

performance  characteristics.  In  the  case  study  of  Mobil  NAM&R’s  (Kaplan  and 
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Norton, 2001), there were two important internal processes: one was to develop new 

products  and  services  or  new  offerings  at the  gas  station,  and  the  other  to  generate 

dealer  profits  from  non-gasoline  revenues such  as  improve  their  internal  process 

through a new win-win relationship with dealers, for instance, to provide training its 

dealers to be better managers of gasoline station, service bays, and convenience stores 

which  contributes  further  to the  dealer’s  profitability.  The  measures  in  its  internal 

process  perspectives  are:  low  cost  stresses,  consistent  quality,  reductions  of  asset 

downtime,  elimination  of  environmental, safety,  and  health-threatening  incidents. 

Most of these measures related to the cost reduction and productivity and efficiency. 

In  this  study,  the  researcher  also  focuses  on  environmental  and  safety  incidents  as 

these factors are key of the energy business.  

2.7.5.4  The Learning and Growth  

Perspective concerns the objectives that act as drivers towards achieving 

excellent outcomes in the first three perspectives. Organizational learning and growth 

contain  three  principal  categories  of  capabilities:  employee  capabilities,  information 

system  capabilities,  and  alignment  capabilities  (motivation,  empowerment).  Together 

with  the  core  employee  measurements are  employee  satisfaction,  retention,  and 

productivity.  

Strategically, the BSC enabled the early-adopting companies to focus 

and  align  their  executive  teams,  business  units,  human  resources,  information 

technology, and financial resources to their organization's strategy. Kaplan & Norton 

(2001) further explained that the research of successful balanced scorecard companies 

has revealed a consistent pattern of achieving such strategic focus and alignment. The 

finding  showed  that  firms  have  developed  their  measurements  in  different  ways,  at 

different paces in different sequences. Five common principles are included:  

Principle 1:  Translate the Strategy to Operational Terms 

Principle 2:  Align the Organization to the Strategy 

Principle 3:  Make Strategy Everyone's Everyday Job 

Principle 4:  Make Strategy a Continual Process 

Principle 5:  Mobilize Change through Executive Leadership 

The  authors  also  described  the  success  of  the  application  of  the  BSC 

and  strategic  map  concepts.  For  instance,  CIGNA  linked  executive  compensation  to 
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the scorecard in the first year, whereas Mobil waited until the second year.  CIGNA 

and  Mobil  cascaded  the  scorecard  to  the  very  bottom  of  the  organization,  whereas 

Chemical  Retail  Bank  went  only  halfway.  Each  organization  linked  the  BSC  to  its 

formal  planning/budgeting  process  at  the  first  available  cycle.  Regardless  of  the 

sequence, each organization gradually built a new management system that ended up 

looking  very  similar  to  that  of  other's. By  linking  traditional  processes  such  as 

compensation  and  resource  allocation  to  a BSC  that  described  the  strategy,  they 

created  a  Strategic  Management  System.  Many  companies  in  every  industry 

worldwide have realized the successes from the use of the BSC to create a Strategy-

Focused Organization (Kaplan and Norton, 2001), as shown in Figures 2.5 and  2.6 

. 

Business Units

Business Operating Systems

Department and Work Centers

Balanced 
Scorecard

 

 

Figure 2.5  Defining the Cause-and-effect Relationship of the Strategy and 

Organizational Effectiveness 
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Balanced Scorecard

Financial Perspective

Innovation and
Learning
Perspective

7.1 - Knowledge of customer requirements and 

expectations
7.2 - Comparison of quality results
7.3 - Customer service standards
7.4 - Commitment to customers
7.5 - Complaint resolution for quality 

improvement
7.6 - Customer satisfaction information
7.7 - Customer satisfaction results
7.8 - Customer satisfaction comparison

Customer Perspective

4.1 - Human resource management
4.2 - Employee involvement
4.3 - Quality education and training
4.4 - Employee recognition and performance 

measurement
4.5 - Employee well-being and morale

QA of Products and Services

5.1 - Design and introduction of products
5.2 - Process and quality control
5.3 - Continuous improvement
5.4 - Quality assessment
5.5 - Documentation

5.6 - Quality of support services and processes
5.7 - Quality of suppliers

Quality Results
6.1 - Quality of product and services
6.2 - Comparison of quality results

6.3 - Business process, support services
6.4 - Supplier quality

Internal
Business Perspective

32%30%

15%

 

 

Figure 2.6  Key Area Results and Measurements of Balanced Scorecard 

Source:  Kaplan and Norton, 2001.  

 

Regarding  the  application  of  BSC, it  has  been  used  for  the  Baldrige 

National  Quality  Program  by  the  National Institute  of  Standards  and  Technology 

(NIST), which is America’s highest honor organization for innovation and performance 

excellence.  The  Baldrige  Award  is  presented  annually  to  U.S.  organizations  by  the 

President;  these awards  are  given  in  manufacturing,  service,  small  business,  education, 

health care, and nonprofits.  In conjunction with the private sector, NIST designs and 

manages the award, and the Baldrige National Quality Program. The awards evaluate 

organizations  achievements  and  improvements in  seven  key  areas:  leadership;  strategic 

planning;  customer  and  market  focus;  measurement,  analysis,  and  knowledge 

management;  workforce  focus;  process  management;  and  organization  results.  Over 

77% of the BSC measures are covered by BNQA criteria in evaluating organizational 

effectiveness Kaplan and Norton 2001.  

Furthermore, in the quest to determine how many measures should be 

on a Balanced Scorecard and what should the mix be across the various perspectives. 

Kaplan  and  Norton  (2001)  suggest  that  based  on  their  implementation  experience, 

strategy scorecards should have twenty to twenty-five measures, typically consisting 

of : financial (5 measures) 22%, customer (5 measures) 22%, internal (8-10 measures) 
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34%,  and  learning  &  growth  (5  measures)  22%  (Kaplan  and  Norton;  2001:  375-6). 

Additionally, based on an independent 1998 study conducted by Best Practices , LLC 

(Hill:  1999),  analyzed  the  scorecards  of  twenty-two  organizations  that  had  successfully 

implemented  BSC  and  found  closely  the same  distribution  measures.  The  higher 

weighting  for  the  internal  perspective  reflects  the  importance  of  emphasizing  the 

drivers of financial and customer outcomes. 

Kaplan also recommends that nearly 80 percent of the measures on a 

BSC should be nonfinancial.  Of the best-in class firms, only Mobil departed from the 

preceding  pattern;  it  had  50  percent  of  its  twenty-four  measures  in  the  internal 

perspective,  reflecting  the  emphasis  on  operational  excellence  and  environmental, 

health,  safety  issues  in  its  capital-intense business.    In  this  study,  the  researcher  

measures overall performance of organizational effectiveness in the composite index 

based on factors weighted on Best Practices. 

In  sum,  Kaplan  and  Norton’s  BSC  framework  is  superior  to  the 

previous four concepts of measuring organizational effectiveness, as it is able to offer 

specific  suggestions  as  to  how  an  organization  can  be  able  to  measure  their 

effectiveness in a composite measure and combining both tangible and non-tangible 

indicators.  The  researcher,  therefore, chose  this  BSC  concept  for  studying  the 

relationship between external and internal environments and the effectiveness of the 

organization in this research study. 

 

2.8   A Framework for Analysis  

 

After  reviewing  the  literature  on  each strategic  management  component,  the 

researcher  proposed  the  initial  framework for  the  study  as  illustrated  in    Figure  2.7, 

which is  the integration of these strategy stances and strategic actions which link to 

organizational effectiveness. The components have two conditions; one is the external 

environment  factor  (political-legal,  socio-cultural, economics,  technology,  competition, 

and  suppliers)  and  the  other  is  the  internal  system  (strategic  leadership),  and 

organizational structure (formalization, centralization and complexity). These factors 

affect strategic leaders in decision-making in terms of the strategic stance (prospector, 

defender, analyzer, and reactor), and lead to the effectiveness of an organization. 
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Figure 2.7  A Framework for Analysis of the Interrelationships Among Studied  

         Components   

 

2.8.1  Conditions: 

2.8.1.1 External Environment : Dynamism, Munificence, Complexity 

2.8.1.2 Internal Environment:  Strategic Leadership (Vision/Mission), 

Organizational Structure (Formalization,  Centralization, and Complexity) 

2.8.1.3 Strategic Stance: Prospector, Defender, Reactor, and Analyzer 

 

2.8.2  Outcome (Dependent Variable): 

Organizational  effectiveness  is  measured  by  a  composite  index  of  four 

combinations of financial orientation (ROCE or ROE-return on capital equity, Return 

of Asset (ROA); customer perspective (customer satisfaction index); internal process 

(safety  incident  index);  and  learning  & growth  (employee  satisfaction  index).  The 

criteria are as follows: 

2.8.2.1 Financial Measures:  The average of four years (2005-2008), as 

well  as  the  first  of  half  of  2009  are  employed  and  measured  by  two  indicators: 

Strategic Stance:

Prospector

Defender

Reactor

Analyzer

Organizational Effectiveness
Measured by a composite index of 

Financial Orientation
Customer Perspective
Internal Process
Perspective
Learning and Growth

Strategic Action: 
External  Environment  Condition:

General Environment
Political -legal 
Economic  Socio-cultural,
Technological
Ecology

Task Environment
Customers
Supplier
Government
Finance/SET
Natural resources

Level Environment
Dynamism/stable
Munificence/scarcity
Complexity/simple

Strategic Action: 
Internal  Environment

Strategic Leadership
Organizational
Structure

Strategic Stance:

Prospector

Defender

Reactor

Analyzer

Strategic Stance:

Prospector

Defender

Reactor

Analyzer

Organizational Effectiveness
Measured by a composite index of 

Financial Orientation
Customer Perspective
Internal Process
Perspective
Learning and Growth

Organizational Effectiveness
Measured by a composite index of 

Financial Orientation
Customer Perspective
Internal Process
Perspective
Learning and Growth

Strategic Action: 
External  Environment  Condition:

General Environment
Political -legal 
Economic  Socio-cultural,
Technological
Ecology

Task Environment
Customers
Supplier
Government
Finance/SET
Natural resources

Level Environment
Dynamism/stable
Munificence/scarcity
Complexity/simple

Strategic Action: 
External  Environment  Condition:

General Environment
Political -legal 
Economic  Socio-cultural,
Technological
Ecology

Task Environment
Customers
Supplier
Government
Finance/SET
Natural resources

Level Environment
Dynamism/stable
Munificence/scarcity
Complexity/simple

Strategic Action: 
Internal  Environment

Strategic Leadership
Organizational
Structure

Strategic Action: 
Internal  Environment

Strategic Leadership
Organizational
Structure

 



73 
 

                                                        

profitability ratios of profit margin on equity (ROE), and utilization of asset by return 

on assets (ROA).Return on total assets is one of the most widely used measures of an 

entity’s  success,  as  well  as  the  return on  stockholder’s  equity  (ROE)  (Siegel  et  al., 

1992: 267-268). 

1) Return On Equity (ROE) = Net Profits after taxes/ Owner's  

equity (%) 

2) Return On Asset (ROA) = Net Profits after taxes/ Average 

total assets (%) 

 
2.8.2.2 Customer Measures: Customer Satisfaction Index 

2.8.2.3 Internal process Measures: Risk Assessment, and Safety 

Incident Index 

2.8.2.4 Learning & Growth Measures: Employee Satisfaction Index 

In  sum,  organizational  effectiveness  will be  measured  by  using  the  concept  of  the 

balanced  scorecard  for  both  tangible  and  intangible  aspects:  financial  orientation, 

external relationship (customer satisfaction), internal process perspective and learning 

& growth. A composite index of these four dimensional measurements is proposed as 

an overall predictor. The model illustrates these relevant variables that may influence 

organizational effectiveness and is derived from the previous study and the literature 

review.  

 

2.9  Summary 

 

Strategic management factors are related to choices. When trying to understand 

how the organization make choices, practitioners, and scholars usually round up the 

usual suspects, namely, industry structures and firm capabilities. They usually do not 

pay  adequate  attention  to  the  underlying context  of  organizational  structure  and 

capabilities.  Context is vital because it shapes the opportunity structure of any time. 

The external environment can be classified as general or a societal environment such 

as  political-legal,  economic,  social  mores,  technology,  and  ecology,  or  classified  as 

the  specific  or  task  environment  such  as  customers,  suppliers,  competitors  and  so 

forth.  These  factors  at  any  given  time are  powerfully  influencing  the  business 
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opportunities  available  and  have  a  definite  impact  on  organizational  effectiveness. 

This  chapter  aims  to  understand  the  concepts  and  their  limitations  and  tried  to 

integrate the relationships among the environment conditions, organizational structure 

under the strategic leader characteristics (a propensity for risk, a clear vision, mission, 

a  thirst  for  innovation,  high professional  experience  etc.) of  the  firm,  their  strategy 

employed within unique contextual setting, and to emphasize the importance of how 

organization  make  strategic  choices  in  order  to  make  the  organization  performance 

efficient, and effective. 

To sum up, in this chapter the research study has focused on revisiting many 

theories  and  addressed  the  fundamental  questions.  First,  the  framework  shapes  the 

query of why do organizations in the same environment have different organizational 

effectiveness? The researcher has applied the external environment condition. Second, 

how do the firms behave? By applying the internal environment concept of strategic 

leadership,  and  organizational  structure  variables,  and  strategy  stance  (choices). 

Finally,  what  determines  organization  success  and  failure?  This  study  argues  that 

organizational  effectiveness  is  an  essential  part,  determined  by  these  frameworks 

governing  strategic  choices  and  by  applying  a  balanced  scorecard  to  capture  its 

effectiveness.  
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CHAPTER 3 

 

RESEARCH METHODOLOGY  

 

  This chapter provides readers with an understanding of the research methodology 

employed  for  the  dissertation.  The  research  focuses  on  the  factors  which  affect 

organizational effectiveness in the companies listed in the SET in Thailand with the  

focus  on  the  energy  group.  A  detailed  in  the  first  two  chapters,  the  researcher 

reviewed the literature relevant to this research study. There are seven parts related to 

research methodology as follows:  

3.1  The Case Study Method 

3.2  Context of the Study 

3.3  Unit of Analysis 

3.4  Research Methods 

3.5  Validity and Reliability 

3.6  Definition of Major Concepts  

3.7  Summary 

 

3.1  The Case Study Method 

 

In this research, the researcher adopts a multiple case-study approach, which is 

designed as a non-experimental and descriptive study in nature.  Exploratory research 

followed by theoretical confirmation through qualitative technique has been adopted 

on the assumption that the technique will yield more reliable and valid information for 

further analysis of the data according to the research questions under this study (Yin, 

1993,  2003).    As  a  combination  of  qualitative  and  quantitative  methods  are  a  more 

productive strategy, qualitative methods capture the richness and diversity of human 

experience,  while  quantitative  methods  can produce  score  on  some  aspects  of  these 

experiences, allowing comparisons between individuals and groups and of individuals 

at  the  different  stages  of  their  lives  across  time  and  space.  A  risk  of  an  exclusive 
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qualitative  approach  especially  in  the  researcher’s  beliefs  and  biases  to  the  outcome 

will  be  vital  (Sommer  and  Sommer,  2002:  221-222).  Therefore,  the  research 

methodologies  of  this  study  employed  the  in-depth  interviews  of  key  informants, 

survey data and documentary analysis to investigate the interrelationships among the 

environment, strategic leadership, strategic stance in prospectors, analyzers, reactors, 

and defenders variables, and the organizational structure of energy groups. Regarding 

the  case  study  of  the  seven  public  companies,  some  experts’  opinions  with  in  this 

industry, as well as customers are also included to confirm some insights.  Additionally, in 

the  in-depth  interviews,  key  informants  can  express  their  viewpoints,  attitudes,  and 

values in response to questions. Their perceptions will help lead to conclusions on the 

findings.  

In  sum,  this  research  focuses  on  external  and  internal  environment  factors, 

strategic  leadership,  organizational  structure,  and  the  strategic  choices  (typologies) 

that impact the organizational effectiveness. 

 

3.2   Context of the Study 

 

The study of this energy industry is separated into three parts: oil/petroleum, 

power/electricity generation, and service. The research uses an explanatory case study 

method. It seeks to find in-depth answers, and clearly illustrate the interrelationships 

between  the  strategic  management  factors  and  the  organizational  effectiveness  of 

companies in the energy group in the Stock Exchange of Thailand. 

 

3.2.1  Organization’s Effectiveness-External Environment Relationship  

This  is  based  on  the  literature  review  on  organizational  environment  in  the 

previous  section  including  both  macro  and  micro  perspectives.  In  this  study,  the 

researcher applies both views; that is, organizational environment is included both in 

general  (macro  level)  and  task  (micro  level).  The  general  environment,  in  this 

research,  includes  political-legal,  economic,  social,  technology,  demographic  and 

natural resources environments. The task environment is also a useful concept such as 

suppliers,  competitors,  customers  and  so  forth.  All  of  these  external  environment 

conditions have an impact more or less on organizational effectiveness in the energy 
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group. Besides, for a more holistic view, the researcher has also developed indicators 

which  will  reflect  the  degree  of  external environment  by  measuring  on  three  levels:  

Dynamism, Munificence, and Complexity.  

 

3.2.2  Organization’s Effectiveness-Internal Environment Relationship  

To  relate  the  effectiveness  of  an  organization,  one  of  the  strategic  action 

factors is the internal environment condition, including 1) strategic leadership (focus 

on only CEO or top management team’s perspectives), and its organizational structure 

(viewed by formalization, centralization, and complexity). 

 

3.2.3  Strategic Stance 

The strategic choice (decision-making) of the firm’s strategic leaders will be 

analyzed based on Miles and Snow’s typology of  prospectors, defender, reactors, and 

analyzers. 

 

3.2.4  Organizational Effectiveness 

Since the energy group is one of the largest sectors in the Stock Exchange of 

Thailand, and this sector clearly affects many stakeholders, not just shareholders, but 

also  government  agencies,  bankers,  employees,  suppliers,  consumers,  and  all 

surrounding  communities;  besides,  the  energy  group  covers  all  the  value  chain,  and 

many  derivative  industries    (e.g.  upstream-refinery,  petro-chemical  production  and 

downstream-marketing businesses). It is difficult to measure organizational effectiveness 

among different benefit groups and satisfy every group, which is one of the features 

of  the  competing  values  approach (Robbins,  1990:  68-77).  In  this  study,  the 

organizational effectiveness of each organization is measured by applying the concept 

of  the  Balanced  Scorecard, including  the  financial  efficiency  component  [measured 

by return on equity (ROE); return on asset (ROA), gross profit margin, debt ratio, and 

net profitability] and other non-financial components, including customer perspective, 

internal process, learning and growth.  
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3.3  Unit of Analysis 

 

  The unit of analysis is on “organizational level” and includes firms within the 

following resources industries of the energy group on the SET which can be divided 

into  three  major  groups:  1)  petroleum,  2)  electricity  or  power  generation,  and  3) 

service. There are seven case studies as shown in Table 3.1. 

 

Table 3.1  Target Population:  Resources Industries (only Energy Group) 

 

Group Company Type 

Petroleum (Oil & Gas)  PTT Petroleum, (Value Chain) 

 Bangchak Petroleum  (BCP)  Petroleum, (Value Chain) 

 Thai Oil (TOP) Petroleum, (Upstream) 

Power generation 

(Electricity) 

BANPU  Electricity (Upstream), coal 

mining 

 EGCO  Electricity (Upstream) 

 Ratchaburi Electricity Generating 

Holding (RATCH) 

Electricity (Upstream) 

Service BAFS Downstream 

 

The main reasons of these selected firms being included in this research study 

are as follows: 

3.3.1 These firms are categorized as resources in the ‘Energy Group’ sector in 

the  Stock  Exchange  of  Thailand.  The  group  is  regarded  as  the  main  driver  for  the 

socio-economic thrust of the country as well (32 % of market capital in SET, 40 % of 

GDP of country). 

3.3.2 The choice of the particular industry for this study was based upon the 

following  criteria:  1)  the  firm  must  focus  on  business  related  to  energy,    the  main 

headquarters are located in Thailand, and some basic data should be readily available; 

2)  the  shareholders  are  a  combination of  Thai  government  (state  owned,  state 

enterprises)  and  private  (trading  on  SET);  and  3)  most  importantly,  the  company 

should have a long history in the energy industry. Initially, 11 out of 22 companies in 

oil and power were selected, some firms are good samples but unfortunately did not 
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meet the conditions; for instance, although Esso Standard (Thailand)  Plc. (an affiliate 

of ExxonMobil- the world’s largest oil company)  has been in Thailand for almost a 

century, it has just been listed on the SET recently (6 May 2008) and so the data is not 

yet  publically  available;  nevertheless,  in the  study,  it  has  also  been  treated  as  the 

benchmark  for  comparison  in  the  petroleum/oil  segment  especially  in  the  customer 

satisfaction survey.    

3.3.3 For  the  above  reasons,  the  above  seven  firms  met  all  requirements 

perfectly.  

 

3.4  Research Methods 

 

According to Yin (2003), the data collection of the case study method has to 

be  from  multiple  sources  of  evidence.  A  case  study  is  employed  as  it  has  many 

advantage such as it enables a more in-depth examination of a particular situation than 

other designs; the information it yields can be rich and enlightening and provide new 

leads or raise questions that otherwise might never have been asked, and finally, the 

people  involved  usually  comprise  a  fairly  well-circumscribed  and  captive  group, 

making it possible for the researcher to describe events in details. Since a single case 

study  (  also  known  as  “n  =1”or  single-subject  studies)  involves the  “time-series” 

analysis; that is, before and after measurement, there are some drawbacks in terms of 

the  problems  of  generalizing  from  single  case  (generalization  issue),  presenting  the 

case data in a succinct, yet irrelevant, manner and finding criteria by which to judge 

the  validity  of  a  case  study  (case-study  validity);  therefore,  the  research  design 

employs  a  multiple  case  study  approaches  (Brewerton  and  Mill  ward, 2001:  53-57).   

Data  collection  includes  the  use  of  document  analysis,  open-ended  interview  of  key 

informants  and  analysis  of  archival  data.  The  use  of  multiple  research  methods, 

known as triangulation (Flick, 2007: 37-53; Brewerton and Millward, 2001: 54-55), is 

generally  advocated.  This  practice  is  believed  to  supplement  the  weaknesses  of 

different  methodologies  (Brewerton  and Millward,  2001:  30-36).  The  detailed 

methodology is presented in Table 3.2. 
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3.4.1  In-Depth Interview  

The  objective  of  in-depth  interviews  is  to  unearth  preliminary  issues  to  help 

the researcher to focus on issues which require in-depth investigation and to transfer 

the  framework  to  an  a  priori  theoretical  model  for  empirical  testing.  In-depth 

interviews  can  provide  information which  observation  does  not.  Open-ended 

interviews were conducted with a number of key informants to recreate every variable 

concerned and understand the causal relationships and linkages inherent in the process 

of  factors  identification.  Key  informants of  this  study  are  top  executive  employees 

who have been in the resource energy group in the Stock Exchange of Thailand (SET) 

as  business  practitioners  for  a  long  period  of  time  and  have  a  comprehensive 

knowledge  about  their  organization.  These  people  are  important  sources  of  valuable 

first hand information. Moreover, outside experts, as well as customers of each firm 

were also interviewed. 

At  the  beginning,  the  researcher  started  interviewing  some  junior  executive 

level staff and gradually moved up to higher position levels. The main reason for this 

was  that  the  researcher  may  not  have  been able  to  return  to  interview  the  executive 

level  again  once  the  researcher  has  missed  some  points  or  needs  further  answers. 

Therefore,  by  starting  with  the  lower  position  level  staff  and  moving  up,  the 

researcher can gain more insight into what the researcher wants to know and what the 

researcher  should  ask  the  executives.  The  researcher  sometimes  used  telephone-

interviews  or  internet  in  case  of  verification  and  confirmation.    All  interviews  were 

conducted in Thai and English and each interview took between two and a half hours 

to  four  hours  on  a  case-by-case  basis.  The  tape  recorder  and  audio  equipment  were 

used if permitted by interviewees. 
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Table 3.2  The Research Methodology Conducted for the Energy Group of Companies Listed in the Stock Exchange of Thailand 

Research Phases 
and Procedures Objectives  Data Collecting Techniques 

Samples and Sampling 
Techniques 

Outputs 

Secondary sources, 
mapping 

To verify and investigate 
the fact based, as well as 
to validate the information 

Written documents interview, 
and all related documents, 
web-based, magazine, CD-
ROM from SET,  magazines, 
newspapers etc. 

Data analysis  A map and list or a profile 
with classifications of 
organization, employed 
triangular techniques to 
make sure that the findings 
are validated and reliable. 

Cases Studies To investigate the nature, 
and characteristics of 
factors and  relation to 
organizations 

The first phase, key 
informants interviews, direct 
observations 

Drawn seven interesting cases 
across energy groups (resources 
sector) from the first phase. 

Findings from inductive 
inquiry 

  The second phase, revisiting 
the informants for 
confirmation, discussion, in-
depth interviews, plus 
questionnaires 

To confirm and collect some 
missing information to verify 
fact-based 

Verification of findings 

Survey 1.To generalize from the 
findings of the first stage, 
especially for 
organizational 
effectiveness- dependent 
variable 

A semi-constructed questions 
for in-depth interview, and 
questionnaires for field work 
survey 

Draw adequately and 
representative samples across 
the energy group; 

Findings from deductive 
inquiry; Organization 
environment, strategic 
leadership, organizational 
structure, strategic  stance 
typology, and relates to 
organizational 
effectiveness. 
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Table 3.2  (Continued) 

 

Research Phases 
and Procedures 

Objectives Data Collecting Techniques 
Samples and Sampling 
Techniques 

Outputs 

Survey 2. To find customer 
satisfaction for each firm 

questionnaires & observation  Customer Satisfaction Survey 
(CSS) for gas stations (PTT, 
Bangchak, and main 
competitors); CSS for BAFS; 
CSS for EGCO, BANPU, and 
RATACH); Thai Oil 

Finding scores of internal 
and learning & growth 
scores, for verification of 
findings related to 
organizational effectiveness 

 3. To find employee 
attitude and their 
satisfaction for each firm 
for internal process and 
learning & growth 
perspectives 

questionnaires Employee Attitudes and 
Satisfaction Survey for seven 
case studied firms (PTT, 
BCP,TOP,EGCO, 
BANPU,RATCH, BAFS) 

Finding scores of internal 
and learning & growth 
scores, for verification of 
findings related to 
organizational effectiveness 

  4. To find Executives'  
attitude towards, the 
external environment of 
industry, and strategic 
leadership perspectives 

questionnaires Executives and Employee 
Attitudes towards their current 
TMT or strategic leaders of the 
firms 

Finding scores of strategic 
leaderships for verification 
of findings related to in-
depth interview 
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3.4.2  The Survey Questionnaire  

The second method of gathering data for this study was the questionnaire. The 

designed questionnaire was based on the variables defined in the study. The objective 

of  the  questionnaire  was  to  gather  the  data  and  information  on  the  current  situation 

and  practices  and  to  make  inquiries  regarding  existing  attitudes  and  opinions  on  the 

subject under investigation and to supplement the findings of case study. 

 The  questionnaire  is  one  of  the  best  tools  to  collect  systemic  answers  for  a 

variety of questions and problems inherent to a specific object (Warwick and Liniger, 

1975).  It  can  be  employed  for  describing a  population,  developing  and  testing 

hypotheses,  explaining  causal  phenomena and  relationships.  In  this  study,  the 

researcher applied the survey to elicit the opinions/  perceptions of the employees of 

public  energy  enterprises  toward  aspects  of  their  firm’s  strategic  leaders,  the 

organizational structure and their satisfaction as relates to organizational effectiveness 

(see  Appendix).  The  questionnaire  was constructed  and  developed  based  on  the 

relevant  information  from  the  literature.  It  was  specifically  formulated  and  relied 

mainly  on  the  organizational studies  found  in  the  literature,  such  as  the  external 

environment based on Miles and Snow (1967). 

 

3.4.3  Documentary Analysis 

Documentary or archival data analysis is employed in this qualitative research. 

It is rarely used as the sole technique of field research, but it is almost always used to 

supplement  methods  which  are  cheap  and  fast,  involving  the  analysis  of  the  data 

already available. The use of materials published by companies such as annual report, 

letters  to  stockholders  (e.g.  Bettman  and  Weitz,  1983;  Osborne  et  al.,  2001)  and 

acquired  interviews  such  as  those  used  in  this  study  has  been  fairly  common  in  the 

investigation  of  issues  in  executive  and strategic  leadership. Since  the  company  is 

registered in the Stock Exchange of Thailand (SET), the documents are derived from 

many  sources,    such  as  public  annual  reports,  web  sites,  magazines,  organization 

charts,  balance  sheets,  income  statements,  in-house  journals  and  newsletters, 

newspapers, and other available documents. 

 

 



84 

 

 

3.4.4  Data Collection 

The research methodologies of this study employed in-depth interviews of key 

informants and documentary analysis in the Stock Exchange of Thailand to investigate 

the interrelationships among environments, strategic leadership, organizational structure, 

and organizational effectiveness. In addition, for in-depth interviews, key informants 

who  are  strategic  leaders  such  as  enterprise  executives,  senior  management,  CEO, 

CFO,  COO,  MD,  deputy  or  assistant  MD,  senior  executive  vice  present,  vice 

president and the like from strategic planning and departmental levels, in other words, 

the  so  called  Top  Management  Team  (TMT).  These  people  are  responsible  for 

corporate policy making and implementation and the top management of each selected 

enterprise.  The  qualitative  method  was  intended  to  understand  and  investigate  their 

perceptions and attitudes towards their execution of organization performance.  These 

people  can  express  their  viewpoint,  values and  attitudes  in  response  to  questions. 

These raw data will be used for analysis. 

In addition, the approach in this study focused on interviewing the selected top 

management team, one or two of top management executives or as those assigned by 

the top management of each firm (see Appendix C). Interviews in seven firms were 

conducted. Practically, for the procedure in this study, data collection included the use 

of an open-ended interview with key informants and an analysis of the received data. 

The  selected  interviewees  were  asked  a  list  of  questions,  via telephone  personal 

contacts,  appointments,  and  email  for  correspondences.    During  the  interviews  with 

several key informants, the interview questions outline (see Appendix E) was used as 

a  guideline  to  ensure  that  the  researcher  asked  questions  in  the  same  way  and  to 

ensure that the contents covered the conceptual framework. 

Please  note  that  the  interview  questions  were  open-ended  in  order  to 

encourage interviewees to articulate in-depth viewpoints extensively and freely on the 

particular  issues.    The  interview  questions  may  not  have  followed  the  numerical 

sequence in the interview form. The sequence and number of inquiries were changed 

and  adapted  during  the  interview  depending on  the  convenience  of  the  interviews. 

Even  though  the  responses  to  each  question  as  well  as  many  additional  comments 

made  by  interviewees  were  noted  on  paper,  the  researcher  did  use  an  MP3  recorder 

for every interview if permitted in advance (Rapley, 2007: 35). In order to ensure the 
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accuracy  and  completion  of  the  responses,  all  interviews  were  conducted  in  Thai  or 

English and each interview lasted from two and a half hours to four hours.  

These  interviews  took  place  at  the  headquarters  of  the  company,  except  the 

outside  experts  which  were  was  conducted in  the  respondents’  workplaces.    Even 

though most of the key informants were sensitive about being interviewed, due to the 

ethics  of  the  researcher,  the  information  gained  from  the  informants  was  treated  in 

strict confidence.  The in-depth interviews of the key informants began with contact in 

late 2008, and the interview sessions were conducted during February 2009, and data 

collection  ended  on  July  2009.  Some  follow-up  interviews  and  surveys  were  also 

conducted during May-September 2009 as well. 

Please  note  that  while  collecting  data,  the  researcher  found  that  all  key  top 

executive  informants  of  each  firm  were  highly  sensitive  about  being  interviewed  on 

subjects  such  as  weak  points  which  normally they  would  prefer  to  disclose  to  only 

consultants,  as  well  as  some  political  issues  associated  with  the  organization  either 

indirectly or directly.  Hence, they did not want to have any problems in the future as 

a result of their personal opinions and answers. Therefore, some information was not 

recorded and the researcher was not allowed to reveal the information in writing the 

research study. Therefore, due to the ethics of the researcher, the information gained 

from interviewees has been treated in strict confidence (Rapley, 2007: 23-24).  

 

3.4.5  Survey 

In accordance with Lazarsfeld (1960: 15, quoted in Flick: 2007), three pairs of 

data  were  used  for  analysis,  natural  sources  (statistics,  archival  database)  were 

collected  for  research  purposes  (sheets  of  time  use,  human  resources,  manpower, 

organizational structure), objective indicators (e.g. revenue, customer satisfaction) and 

subjective statements (interviews), and the statistics and empathic descriptions of case 

studies. Additionally, the questionnaires used for this survey are shown in Appendices 

(F  through  J).  Each  was  designed  as  a self-completion  or  a  self-administered 

questionnaire. There are five categories of data collection as follows: 

3.4.5.1 The  top  executives'  (or  TMTs)  personal  backgrounds  (relating 

to  external  environment  and  their  profiles)  via  human  resources  department 

(Appendix J). 
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3.4.5.2  Executives’ attitudes and opinions towards Strategic  Leadership 

Executives, as well as the uncertainty environment survey (see Appendix F). 

3.4.5.3  Employees’  attitudes  and  opinions  as  relates  to  corporate 

policy,  the  company’s  strategic  leadership,  employees’  satisfaction,  learning  and 

growth,  corporate  social  responsibility  aspect,  organizational  effectiveness,  and 

demographic data about respondents (see Appendix G).  

3.4.5.4  Survey of Customer Satisfaction at gas stations (for PTT, BCP,  

and their main competitors such as Esso, and Shell) (see Appendix H).  

3.4.5.5  Survey of  Customer Satisfaction, and in-depth interviews with  

key clients in the cases of  refinery, electricity –power generating groups, and services 

(EGCO, BANPU, RATCH, Thai Oil), and service (BAFS) (see Appendix I) 

In  addition,  the  archival  data  for financial  analysis  was  derived  from 

the stock exchange market during the year 2004 (as a base) until the end of the 1st half 

of  2009.    As  previously  emphasized,  for  the  executive  survey  of  the  industry,  the 

external  environment,  and  strategy  stance,  the  questionnaire  was  designed  based  on 

Miles and Snow (1978, 2003: 200). Additionally, the questionnaires used were based 

on  a  Likert  scale  to  measure  the  attitudes  and  opinions  of  company  employees,  and 

customer satisfaction. 

At  the  outset  of  survey,  the  researcher  would  like  to  admit  that  the 

number of executives, and employees were unknown as there were no publications in 

the  public  or  in  the  SET  only  a  little  information  available  related  to  boards  of 

directors, and key executives. Since the number of sample size does not matter much 

but  the  reliable  source  does.  The  characteristics  of  the  sample  is  representative  or 

associated to the population group (Brussee, 2004: 120; Zimund, 2000). For the survey 

via  questionnaire,  the  researcher  has  run  the  reliability  for  each  questionnaire  item, 

then the alpha coefficient was evaluated and, additionally, some results showed that 

some questions could be eliminated in order to increase alpha. 

 

3.4.6 Response Rate in Survey: 

3.4.6.1 For  customer’s  satisfaction  (petroleum  or  gas  station  for  PTT, 

Bangchak),  the  researcher  designed  25  questions  and  pretested  20  sets  of  questionnaires 

for reliability testing. The Likert's scale used in this research is 1 to 5. The meaning of 
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the  scale  is  as  follows:  '1'  means  mostly  dissatisfied,'2'  is  dissatisfied  (needs 

improvement), '3' is neutral, '4' is satisfied and '5' means very satisfied. The return rate 

from  respondents  was  100%  (field  work  collection;  each  400  sets;  for  PTT,  BCP, 

Shell, and Esso, totaling 1,004 sets. Shell and Esso were used for comparison purposes). 

3.4.6.2  For the customer’s satisfaction of power generating, electricity 

and service, such as in the case study of  EGCO, BANPU, RATCH, TOP, and BAFS, 

the  researcher  designed  46  questions  (excluding  6  questions  of  demographic  data), 

along with in-depth interviews to probe their satisfaction. The customers came from 

many sources such as PTT, EGAT, and Thai Airways International. The respondents 

were mainly from executives and those at managerial levels who dealt directly with 

each  company  in  terms  of  product  or  service  transaction.  This  was  reflected  in  the 

respondent executive profiles.  To find the truth, and for ethical reasons, anonymous 

respondents were not reported. 

 
 
Table 3.3  The Sample Size Surveyed in Energy Case Studies 
 

Company
Executives/  

Mangement
Employees Customers (1) Data Collection

PTT 17 127 254 Fieldwork surveyed at Gas stations 

@250 each for PTT, BCP, Shell, 

Esso, totaling 1,004 samples

BCP 12 68 250 Fieldwork surveyed at Gas stations 

@250 each for BCP,PTT, Shell, 

Esso, totaling 1,004 samples

TOP 10 53 2 Interview, survey

EGCO 6 30 10 Interview, survey

BANPU 6 50 10 Interview, survey

RATCH 7 30 10 Interview, survey

BAFS 6 30 2 Interview, survey

TOTAL 64 388 538  

 

Questionnaires were distributed to each studied corporation for executives and 

employees. The method of data collection was the self-administrated questionnaires. 

The  response  rate  ranged  from  90-100%,  which  is  acceptable.  Many  scholars  agree 
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that a response rate of 50% is adequate for analysis and reporting (Babbie, 1998: 262; 

Rea  and  Parker,  1992:  85;  Mangione,  1995: 60-1;  Thomas,  et  al.,  1997:  92).  The 

executives and employees samples were summarized as shown in Table 3.3. 

 

3.4.7   Determining Organizational Effectiveness 

To determine organizational effectiveness, the research employed the balanced 

scorecard concept of Kaplan and Norton (2001) which is related to the four measures 

of financial, customer, internal process and learning & growth. This is to reflect both 

financial and non-financial perspectives, which are more valuable to the evaluation of 

organizational  effectiveness  (Kaplan  and Norton  (2001)  than  using  the  financial 

components alone. To the extent this concept, the researcher has conducted the survey 

in three parts as follows: 

3.4.7.1  Financial  Perspective  measured  by  fact-based  information 

from  annual  reports  and  archive  data  files  derived  from  the  Stock  Exchange  of 

Thailand, and its company database over five years from 2004-2008, and the first half 

of 2009 were collected for evaluation empirically for the study (See Appendix Y). 

3.4.7.2  Customer  perspective  measured  by  Customer  Satisfaction 

Index, since, within the energy group, there are also many diverse stakeholders such 

as their customers and suppliers; for instance, in terms of the firms who are the main 

producers  (refinery  or  electricity  generating,  IPP  such as  BANPU,  TOP,  RATCH, 

EGCO),  or  the  firms  who  have  completed the  value  chain  operation  (operates  from 

upstream  to  downstream  e.g.,  PTT,  Bangchak),  and  the  pure  service  firm  (e.g.  

BAFS), the survey was designed and conducted to support the case study as shown in 

Table 3.4. 

3.4.7.3  For the internal process, and learning & growth perspectives, 

the survey was conducted the employees within the organization. It is almost always 

wise to use pseudonyms for people in written case studies (Taylor and Bogdan, 1984: 

87)  and  there  are  very  few legitimate  qualitative  research  interests  served  by 

publishing  people's  names.  The  risks,  however,  are  substantial  for  instance,  the 

embarrassment  of  the  informants  or  others,  legal  problems,  self-aggrandizement, 

concealment of important details and information. Taylor and Bogdan further remark 

that  although  people  might  want  to  have their  names  published  for  a  variety  of 
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reasons,  the  researcher  should  resist  doing  so  and  explain  this  to  the  informants 

because it soon becomes apparent that this would create numerous problems and both 

agreed to the use of pseudonyms for the study.  

 

Table 3.4  Summary of Customer Survey 

 

Energy Company  Measurement Target surveyed firm 

Power generating group: 
BANPU, EGCO, 
RATCH 

Petroleum Group: TOP 

Satisfaction index measured by their 
customers- questionnaires 

In-depth interviews, Electricity 
Generating Authority of 
Thailand (EGAT) is the main 
client of each firm; over 50% 

Service Group: BAFS  Satisfaction index measured by their 
customers- questionnaires 

In-depth interviews, 
 Thai International Airways 
(THAI); the main client of 
BAFS; over 80-90% 
 

Petroleum Group: 
PTT, BCP 

Satisfaction index measured by their 
customers- questionnaires in gas 
station against their main competitors 
(Esso, Shell) 

PTT, Bangchak, Esso, Shell, 
total gas station survey 1,000 
respondents (each 250) 

TOP Satisfaction index measured by their 
customers- questionnaires 

PTT, EGAT  interviewed, 
questionnaire survey 

 

3.5 Validity and Reliability Check 

 

For the qualitative study, according to Robert K. Yin, in a qualitative case study 

method, it seems necessary to create designs with construct validity, external validity, 

internal  validity,  and  reliability  (Yin, 1993:  39).  They  are  vital  for  a  complete 

understanding  of  research  methodology  (Bedeian  and  Zammuto,  1991:  620-621).  In 

general, validity refers to the technical soundness of a study. As the researcher plans 

this  study,  the  researcher  must  attend  to both  internal  and  external  validity  to 

safeguard against difficulties that may prohibit meaningful implications being drawn 

from  the  finished  work.    In  this  study,  documentation  was  derived  from  the  stock 

exchange market such as the company database, prepared statistics, and public annual 

reports. At the same time, the researcher has conducted in-depth interviews with the 

ex-employees,  key  top  management  who  are  still  active  experts  in  this  energy  field. 

This is to ensure the construct validity. In addition, each group of key informants was 
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interviewed to assure construct validity. Internal validity can be achieved through the 

specifications of the units of analysis. The external validity is established through the 

specification of theoretical relationships, from which generalization can then be made. 

Reliability  concerns  the  data  received  from  the  respondents.  In  this  study, 

therefore,  reliability  was  achieved  by  using  the  same  procedures  in  multiple  cases 

both  during  and  after  interviews  (Yin,  1993:  39-40,  69).  During  the  interviews  with 

several  key  informants,  the  interview  questions  outline  was  used  as  a  guideline  to 

ensure  that the  researcher  asked  questions  in  the  same  way. Additionally,  the 

interview  questions  employed in  the  research  study  are  shown  in  the  appendix.    In 

interviewing all key informants, however, the interview questions are open-ended in 

order  to  encourage  interviewees  to  articulate  detailed  viewpoints  extensively  and 

freely  on  the  particular  issues.  The  interview  questions  may  not  have  followed  the 

numerical  sequence  in  the  interview  form as  the  sequence  and  number  of  inquiries 

could be changed and adapted during the interview (Easterby-Smithet et al., 1991: 76). 

As  mentioned  earlier,  the  questionnaire  survey  was  checked  for  validity  in 

three  aspects:  completeness  of  the  content, clarity  of  the  questionnaire  and  grammatical 

structure. As regards completeness of the content, the research supervisory committee 

reviewed  the  questionnaire  with  respect  to  the  theoretical  framework  and  literature 

review and suggestions/amendments were made arising consultations with professors 

or  the  experts  in  this  field.  All  measurement  scales  were  modified  from  what  those 

used  by  previous  scholars  who  studied  the  variables  as  recommended  by  Zikmund 

(1994; 2000). 

 

3.6  Definition of Major Concepts  

 

As  mentioned  in  the  literature  review,  for  the  purpose  of  this  study,  the 

following definitions of key terms and concepts were employed. 

 

3.6.1  Environment Conditions 

Organizational  Environment  is  defined as  everything  outside  a  particular 

organization and that which potentially affects organizational effectiveness. There are 

two settings: general environment and task environment. 
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General  environment  (or  societal  environment)  is  defined  as  everything 

outside  the  organization,  including  political-legal,  economics,  socio-cultural  influences, 

technological factors, and global issues such as ecology and environment conditions. 

It  basically  does  not  directly  affect  the  short-run  activities  of the  organization  but  it 

often influences the corporation’s long-run decisions. It can be viewed and measured 

by risk management. 

Task  environment  (or  specific  environment)  is  defined  as  part  of  the 

environmental  conditions  that  are  suitable  for  selection  and  directly  relevant  to  the 

organization  in  achieving  its  goals.  This  includes  customers  or  clients,  suppliers  of 

(raw  materials,  product/services),  competitors,  government  regulatory  agencies, 

community  or  other  public  pressure  groups  such  as  financial  institutes,  the  stock 

exchange  commission,  or  employees/  labor  unions.  These  critical  constituencies  can 

positively  or  negatively  influence  the  organization’s  effectiveness.  This  can  be 

measured by risk management of the task environment.  

Since  ‘natural  resources’  can  be  both general  or  task  environment,  in  the 

study,  natural  resources  are  related  directly to  the  firm’s  business;  therefore,  it  was 

included  in  the  task  definition.  For  ecology, like  natural  resources,  it  can  affect  the 

corporation in both the short-term (decision-makings for new plant) and the long-term 

(the impact to surrounding communities). In this study, ecology was included in either 

societal environment or task. 

Munificence (or abundance or capacity) is defined as the abundance of critical 

resources needed by a firm’s operations against the environment. It contrasts with the 

scarcity of resources which are necessary for the firm to acquire or find. An abundance 

of  resources  or  munificent  environment  supports  the opportunities  for  sustained 

organizational  growth.  This  includes  the degree  of  natural  resource,  capacity,  and 

asset  size  required  by  the  firm.  Also  if  the  components  in  an  organization’s 

environment  are  rich  and  growing,  then  this  is  considered  abundant  capacity  or 

munificence. If components cannot support growth, the environment is one of scarce 

capacity. 

  Dynamism or volatility or dynamic is defined as the degree of change in the 

general  environment  (political-legal,  economic,  socio-cultural, technological)  which 

impact the firm or any construct of uncertainty of the environment. Uncertainty means 

instability  and  the  potential for  major  and  rapid  changes.  The  degree  of  dynamism 
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means the higher uncertainty of the environment. If components in an organization’s 

environment  change  frequently  (characterized  by  frequent  changes  in  marketing 

practices,  products  and  services,  technologies,  and  customer  needs)  it’s  a  dynamic 

environment. If change is minimal, the environment is called a stable environment. 

  Complexity  is  defined  as  a  combination  of  heterogeneity  and  dispersion 

concepts;  that  is,  heterogeneity  refers  to  the  degree  of  differentiation  between  the 

elements  of  population  an  organization  deals  with  and  any  social  forces  affecting 

resources,  and  dispersion  is  a  measure  of  the  degree  to  which resources  are  evenly 

distributed over the range of the environment or concentrated in particular locations. 

Thus, in this contextual study,   complexity is defined as the number and diversity of 

competitors, suppliers, buyers, and other environmental actors. In the study, it refers 

to  the  degree  of  globalization  (domestic  vs  international  operation)  as  the  key  to 

measuring the complexity of the environment. 

 

3.6.2  Strategic Leadership  

Strategic  Leadership  is  defined  as a  group  of  persons  who  have  overall 

responsibility for an organization's outcomes by creating, anticipating, and communicating 

vision,  aligning  the  allocation  of  resources  to  cope  with  external  opportunities. 

Additionally,  the  strategic  leaders  must  have  the  ability  to  define  the  organization's 

vision/mission, maintain flexibility, formulate and implement strategies, create trust, 

and empower and align people to initiate changes that will create a viable future for 

the organization. These strategic leaders are referred to as TMT(s).  

TMTs are defined as all managers identified by the CEO as belonging to the 

TMT,  inside  board  members,  all  managers at  the  vice-president  level  and  higher, 

founders  of  the  organization, executive  team,  chief  and staff,  executive  council, 

administrative team, management team, executive cabinet, and strategic management 

team.  The  roles  of  the  board  of  directors involved  in  the  strategic  decision-making 

process  included  strategic  formulation  review,  proactively  initiating  strategic 

discussions.  However,  in  this  study,  the  researcher  did  not  include  this  board  of 

directors.  
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Strategic Leadership dimension is measured by 

3.6.2.1  Vision/ mission 

3.6.2.2  Alignment (ability to cascade down or align with a lower level  

of the firm); commitment, and willingness to delegate and empowerment (efficiency, 

loyalty  to  the  firm  and  social  responsibility);  articulation  (inform,  and  being  well 

informed in communication. 

3.6.2.3  Executive profiles by age, educational background, working  

and  professional  experiences,  personality  style,  and  values  (risk averters  or  risk 

takers),  communication,  an  icon  or  role  model  of  the  firm’s  success,  and  administrative 

variables  such  as  executive  team  tenure,  locus  of  control  and  power  are  being 

investigated. 

Vision  is  defined  as  the  statement that  identifies  corporate  objectives 

that  the  firm  is  capable  of  accomplishing.  Normally  led  by  strategic  leadership,  a 

vision  is  where  the  organization  should  go  and  becomes  part  of  the  culture  of  the 

organization. 

Mission  is  defined  as  the  statement  that  identifying  the  scope  of  a 

firm’s  operations  in  product  and  market.   A  clear  mission  statement  describes  the 

values and priorities of an organization. It is often the most visible and public part of 

the  corporation’s  value  expression  of  its  values.  It  basically  included  nine  essential 

components: customers, product or service, markets, technology, concern for survival 

(- growth and profitability), philosophy, self-concept, concern for public image, and 

concern for employees.  

 

3.6.3  Organizational Structure  

Organizational  structure  is  defined  as  the  allocation  of  responsibilities, 

activities,  and  authority  to  individuals and  subordinates.  These  individuals  are 

allocated  vertically  and  horizontally  within  an  organization  chart  that  describes  the 

basic  arrangement  of  work  positions,  formal  authority  and  communication  as  the 

formal allocation of work and the administrative mechanisms to control and integrate 

work  activities  together,  as  well  as  the coordination  of  the  interaction  of  working 

patterns.  In  this  study,  there  are  three  components:  complexity,  formalization,  and, 

centralization. 
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Complexity of organization structure refers to the degree of differentiation that 

exists within an organization. It includes horizontal, vertical, and spatial differentiation. 

Horizontal differentiation refers to the degree of horizontal separation between 

units  based  on  the  orientation  of  members, the  nature  of  the  tasks  they  perform  job 

titles and their education and training. 

Vertical  differentiation  refers  to  the  depth  in  structure  which  is  measured  by 

the number of levels from the highest position in the organization.  

Spatial  differentiation  refers  to  the  degree  to  which  the  location  of  an 

organization’s offices, plants and personnel are dispersed geographically. 

Formalization is defined as the extent of the rules that govern the duties and 

responsibilities of employees within an organization. It involves the extent to which 

explicit  rules,  regulations,  policies  and  procedures  govern  organizational  activities. 

Basically,  it  refers  to  the  degree  to which  jobs  within  the  organization  are 

standardized. Formalization is measured by standardization, working procedures, and 

written down in documentation form. 

Centralization is defined as the extent to which the behavior of organizational 

members  in  the  decision-making  authority are  dispersed  or  concentrated,  including 

the degree to which the formal authority to make discretionary choices is concentrated 

in an individual, unit, or level. It includes less participation in decision-making from 

lower level, or less autonomy. While, on the contrary, decentralized is the degree of 

low centralization. 

 

3.6.4  Strategic Stance (Choice) Typology 

The  four  strategic  typologies  developed  by  Miles  and  Snow:  prospectors, 

defenders, analyzers, and reactors, are employed in this research study. 

Prospectors are defined by the great  extent to which the organization’s strategy is 

continually  exploiting  new-product  and  market  opportunities  and  they  regularly 

experiment with potential responses to emerging environmental trends. Innovation is 

more important than high profitability, and they are constantly attempting to identify 

new  market  segments.  The  company  has  built  its  reputation  and  long-term 

profitability  on  developing  innovative  products,  getting  quickly  to  the  market  with 
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those products, and exploiting opportunities. Since flexibility is critical to prospectors, 

the structure is also flexible.  

Defenders  are  defined  as  the  extent  to  which  the  organizations’  strategy  is 

focused  on  improving  the  efficiency  of  their operations.  Its  structure  is  made  up  of 

high horizontal differentiation, centralized control, and an elaborate formal hierarchy 

for  communication.  Over  time,  the  true  defenders  are  able  to  achieve  and  maintain 

small niches within their industries that are difficult for competitors to penetrate. 

Analyzers are defined by the extent to which the organization’s strategy tries 

to capitalize on the best of both the preceding types and a hybrid type. They seek to 

minimize risk and maximize opportunity for profit. Their strategy is to move into new 

products  or  new  markets  only  after  viability  has  been  proven  by  prospectors. 

Analyzers  imitate  prospectors.  They  also  seek  a  hybrid  of  both  flexibility  and 

stability,  and  respond  to  these  goals  by  developing  a  structure  made  up  of  dual 

components.  Parts  of  these  organizations have  high  levels  of  standardization, 

routinization, and mechanization for efficiency. Other parts are adaptive, to enhance 

flexibility. Their organizational structures can accommodate both stable and dynamic 

areas of operation. 

Reactors  are  defined  as  the  extent  to  which  the  organization’s  strategy  is 

inconsistent  and  unstable  patterns  arise  when  one  of  the  other three  strategies  is 

pursued improperly. They respond inappropriately, perform poorly, and as a result are 

reluctant  to  commit  themselves  aggressively  to  a  specific  strategy  for  the  future.  

Reactors  have  no  consistent  substantive  stance,  are  likely  to  have  a  formal  stance 

imposed  by  external  agencies,  such  as  regulators.  Even  if  a  reactor  is  instructed  to 

behave like a prospector, it may lack the culture and expertise to successfully adopt 

this strategy.  

 

3.6.5  Toward an Integration of Organizational Effectiveness  

Organizational effectiveness has been chosen to be the dependent variable of 

the study and with its effectiveness being predicted from four perspectives: financial, 

internal-business process, customer, learning and growth (Kaplan and Norton, 1996, 

2001). 
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Organizational Effectiveness: A Composite Index Approach 

For instance,  the financial data.  The researcher has analyzed the SET, at least 

over 3-5 year average (from 2004-2008). The financial data included net income per 

sales,  net  income,  total  assets,  current  asset  ratio,  percentage  change  in  net  profit, 

earnings per share, and percentage change in earnings per share (EPS), ROA, ROE, 

economic  value  added  (EVA),  debt  to  equity  ratio  (D/E),    and  so  on.  Based  on  an 

initial  survey,  EVA  was  applied  and  only  used  for  PTT,  but  not,  the  other  firms. 

Therefore, having applied the same standard of analysis, the five financial measures 

were employed, namely, ROA, ROE, D/E, gross profit margin, and net profit margin. 

For  other  non-financial  factors  such  as  learning  and  growth  (using  “innovation”, 

information system capabilities, and motivation, empowerment, and alignments) and 

internal  business  processes (involving  new  product  development  and  its  delivery  to 

targeted customers), this was done through employee measurement questionnaires.  

Additionally, in order to measure the organizational effectiveness, Kaplan and 

Norton  (2001:  375-376)  recommended  that,  based  on  their  experience  and  the 

research of 22 organizations, conducted by Best Practices, LLC (Hill, 1999 quoted in 

Kaplan and Norton, 2001: 375), the firms successfully implement BSC, the strategy 

scorecard  found  just  about  the  same  distribution  of  twenty  to  twenty-five  measures. 

The higher weighting for the internal process reflects the importance of focusing on 

the  drivers  of  financial  and  customer  outcomes.  Additionally,  almost  80%  of  the 

measures should be non-financial.   Table 3.5 shows the typical allocation across the 

four perspectives. 

 

Table 3.5  A Composite Index (The Weight of Balanced Scorecard Measures in the   

                  Overall Performance of Organizational Effectiveness) 

 

Dimension measures (at least)
% weight factor 

recommended

% weight factor for 

Energy enterprises

Real Research conducted 

in case study

Financial Five measures 22% 16.67% Five measures

Customer Five measures 22% 16.67% Five main  (16 measures)

Internal process Eight to ten measures 34% 50.00% 16 measures

Learning & Growth Five measures 22% 16.67% 16 measures
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Table 3.6  Summary of the Organizational Effectiveness Approach 

 

Organizational Effectiveness 

Dimension
Definition/ Meaning Measurement Approach Measured by

Financial performance The degree of the organizational financial 

objectives are concerned with the growth 

rate of revenue, sales, customer, asset 

utilization, and so forth

A calculation of change during  the 

financial performance period from 

archived data of financial ratio 

analysis; Apply standard score (Z, T-

score) for comparison adjustment

An average change in return on equity 

change (ROE),  percentage change in 

net profit margin, Return on Asset 

(ROA), Net profit , gross margin and 

Debt to Equity Ratio; use 4 to 5-year 

period

Customer performance The degree of the organizational 

objectives are focused on customer 

satisfactions in products and services

A multi-item survey of grouping 

testing for customer satisfaction ; 

product service, staff, facilities, 

process.

Customer Satisfaction Index

The internal business process The degree of the organization's internal 

adjustment and reorganizing its internal 

structure of process and diversify its 

products or services

A multi-item survey in organization 

related to internal structure of process 

and diversify its cost leadership in  

products or services, 

 Quality management, safety index, 

loyalty index

Learning and growth perspective The degree of the organization objectives 

towards achieving excellent capabilities: 

employee capabilities; information system 

capabilities, and motivation, 

empowerment, and alignments

A multi-item survey related to 

employee skills, employee 

capabilities; employee satisfaction, 

alignments, and innovation

Employee satisfaction index; no. of 

training & development, opportunity to 

grow (clear career path)

Overall Index A composite of financial and non-financial 

factors

A composite index A combination index by applying the 

weight of BSC measures to all four 

dimensions  

 

However,  according  to  the  best-in-class companies,  in  the  case  of  Mobil  oil 

(the previous name before being merged with Exxon), the internal perspective is 50% 

reflecting  the  importance  of  operational  excellence  and  environmental,  health,  and 

safety  concerns.  This  weight  was  employed  to  identify  the  overall  organizational 

effectiveness  at  the  end  of  each  case study  finding.  In  sum,  in  this  study,  the 

researcher  employed  the  concept  of  the  balanced  scorecard  to  capture  on  it 

measurement as shown in Table 3.6. 

 

3.7  Summary 

 

In  this  chapter  the  researcher  has  attempted  to  give  an  overview  of  the 

methodological  and  theoretical  dimensions  used  in  this  study.    This  dissertation  is 

designed  as  a  case-study,  a  non-experimental  and  descriptive  study  through  a 

qualitative  technique  to  explore  the  interrelationships  between  environmental 

conditions  (external  environment  and  internal  environment-  strategic  leadership  and 

organizational structure), and the firm’s organizational effectiveness. The case study 

of energy at the organizational level was selected as the unit of analysis and divided 

into three  groups: Petroleum (PTT, BCP, TOP), power generation (EGCO, BANPU, 
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RATCH), and service (BAFS). The research methods used in this research study were 

in-depth  interviews,  documentary  analysis,  and  survey.  In-depth  interviewing  of 

numerous  key  informants  representative of  senior  the  top executive  management 

(TMT) of each firm, and also related organization  staff  was  used  in  addition  to  two 

former  experts  and  the  customers  of the  energy  group.  Open-ended  interview 

questions were used for questioning. The survey via questionnaires was employed to 

support the findings.  Data was obtained by interviewing levels of key informants, key 

customers,  top  management  team,  and  some  staff  related  to  the  firm  and  its 

organizational effectiveness. Anonymity was  employed as in any qualitative research 

for the customer’s perspective. Documentary analysis was also used as a supplement 

to in-depth interviewing. A composite index for measuring overall performance was 

constructed  for  organizational  effectiveness  measurement.  In  addition,  validity  and 

reliability, as well as definitions of the variables employed in this research study have 

been identified at the end of the chapter.  



 

 CHAPTER 4 

 

CASE STUDIES OF ENERGY GROUP 

 

The main purpose of this chapter is to analyze the qualitative data based on the 

seven  case  studies  in  order  to  find  out the  interrelationship among  the  variables. 

Along with the research studies, the data from a survey was processed and presented 

to  support  the  results  from  the  qualitative  data  analysis.  This  chapter  includes  two 

parts.  The  first  is  composed  of  a  brief  energy  background,  and  the  other  related  to 

each  case  analysis.  Each  case  study  is  composed  of  the  company  background, 

strategic  action  of  organizational  environment  both  external  and  internal,  strategic 

leadership,  organization  structure,  strategic  stance,  and  the evaluation of  organizational 

effectiveness.  

 

4.1  Overview of the Energy Group in Thailand 

 

Thailand  is  the  biggest  consumer  of energy  in  the  Southeast  Asian  region 

(EPPO, 2006: 719). Since energy is a major driving force for the economic growth, it 

is  essential  that  the  Ministry  of  Energy  ensure  energy  supply  security  to  fuel  the 

country’s  growth  and  development.    Since  by  nature  the  organizations  within  the 

same industry also have complex characteristics, such as goals-setting, constituencies 

involvement, customers, different strategic leadership, size, technology, and so forth, 

to make it more effective in understanding, it’s essential to digest each piece in order 

to  understand  each  different  element  before  understanding  the  whole  picture. 

Therefore,  in  this  study, the  energy  group  can  be  divided  into  two  major  groups  as 

follows:  

4.1.1  Petroleum/ oil and gas perspective 

4.1.2  Power generating or electricity perspective. 
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  The development of each energy stream development has been evolving in a 

different  perspective  in  terms  of  organization  operation  and  business  setting  over 

time.  Nevertheless,  these  two  groups  are  still  fundamental energy  and  utilities 

resources  which  clearly  impact  the  country’s  development  and  the  well-being  of 

people.  Since  energy  development  supply  must  be  developed  in  the  form  of  mega-

projects  (NESDB,  2004)  in  terms  of  high  capital  investments,  and  the  government 

needs to allocate and source out the funding to support these projects, the government 

has  allowed  the  private  sector  to  collaborate  or  invest  in  this  energy  sector  through 

privatization to reduce the burdens occurred from being purely state-owned.  

 

4.2  Thailand’s Energy Sector Administration Overview 

 

The  energy  sector  in  Thailand  is  managed  by  the  National  Energy  Policy 

Council  (NEPC),  established under  the  National  Energy  Policy  Council  Act,  B.E. 

2535  (1992),  with  the  National  Energy  Policy  Office  (NEPO)  acting  as  the 

Secretariat. The main mission is to enhance efficient energy sector management; the 

Energy Policy Committee (EPC) has been established to assist with the work of the 

NEPC. Additionally, the NEPC is responsible for the promotion of energy conservation 

and the management of the Energy Conservation Promotion Fund as per the Energy 

Conservation  Promotion  Act, B.E. 2535 (1992). Accordingly, the Energy  Conservation 

Promotion Fund Committee has been established to assist with the management of the 

Fund  and  ensure  that  allocations  are  made  in  compliance  with  the  regulations 

stipulated in the Act.  

The  Thai  National  Energy  Policy  Council (NEPC)  is  the  main  organization 

with the core duty of determining and regulating energy policy, including government 

policy on matters concerning electricity and petroleum. It includes the Prime Minister 

as Chairman of the Council, the Deputy Prime Minister, the Minister of Defense, the 

Minister of Finance, the Minister of Foreign Affairs, the Minister of Agriculture and 

Agricultural Cooperatives, the Minister of Transportation, the Minister of Commerce, 

the  Minister  of  Interior,  the  Minister  of  Energy,  the  Minister  of  Industry,  and  other 

ministers, including other civil servants and the Permanent Secretary of the Ministry 

of Industry, the Secretary-General of the State Council, and the Secretary-General of 
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the National Economic and the Cabinet. In addition, the NESDB includes the Director 

of the Budget Bureau, and the Director-General of the Department of Development of 

Renewable  Energy  and  Energy  Conservation. According  to  such  organization,  the 

NEPC  can  be  seen  as  deciding  on  national  policy  on  energy  which  is  then 

implemented following Cabinet approval.   

  

4.3   Industry of Petroleum/Oil and Gas Group 

 

4.3.1 Overview of World Economy 

The World Bank predicted that the world economy in 2008 would grow only 

2.5%  which  was  1.2%  lower  in  growth  from  2007.  In  this  regard,  major  industrial 

countries, i.e. the US, Europe, and Japan have undergone a continuous contraction of 

economic  growth  during  the  first  three quarters  of  the  year  due  to  reduced 

consumption and investment from the private  sector,  as  well  as  the  slow  exports,  of 

which a downward trend could be observed since the 2nd quarter due to the shrinking 

economy  of  trading  partner  countries.  Meanwhile,  emerging  countries,  China  and 

India  in  particular,  achieved  high  economic  growth  thanks  to  expanding  domestic 

demand and exports. 

 In the 4th quarter of 2008, the growth rates of developed countries and major 

industrial countries as well as export-oriented countries, especially those in Asia, have 

experienced sharp contraction. This situation stemmed from the sub-prime troubles in 

the US, which started in 2007, and later escalated into a financial crisis. The collapse 

of  renowned  financial  institutions  in  the  US,  including  Lehman  Brothers  and 

Washington Mutual, resulted in a lack of liquidity in the world financial regime. The 

situation consequently caused the capital markets in all regions to plummet. 

Moreover,  the  impact  from  the  crisis  expanded  into  the  real  sector  and 

investment  sector.  Prices  of  goods  and  commodities  dropped  while  unemployment 

increased. Domestic spending has dropped significantly, thus causing many exporting 

countries to lower their exports, which brought about the world economic crisis. 

In  2008,  the  world  economy  made  a  strong  impact  on  the  world  demand  for 

energy,  particularly  oil.  During  the  first three  quarters,  rapid economic  growth  in 

emerging  countries,  especially  China,  India,  Middle  East  and  Latin  American 

countries,  significantly  boosted the  world’s  demand  for  oil.  Notably  for  China,  the 
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country’s  built-up  domestic  oil  stock  for  use  during  the  Olympic  Beijing  Games 

caused the spare capacity of oil exporting countries to continuously reduce from the 

1st quarter to the 3rd quarter. Moreover, price hedging in the oil futures market has 

contributed  to  a  rapid  increase  in  the  oil  price.  Dubai  crude  shot  up  from  $89.3  per 

barrel  at  the  beginning  of  the  year  to  a  historic  peak  of  $140.8  per  barrel  in  July, 

thereby  creating  an  oil  price  crisis  during  that  period.  Nevertheless,  following  the 

dramatic economic slump in the 4th quarter 2008, which caused a reduction in world 

oil  consumption,  spare  capacity  significantly  and  rapidly  increased,  thus  producing 

the result of the sharp and continuous reduction of world oil price towards the end of  

2008. The Organization of the Petroleum Exporting Countries (OPEC)  tried to lower 

its oil production level, thus bringing down the Dubai price to $40.2 per barrel at the 

end of December, a 71% reduction; the annual average price of Dubai was $93.4 per 

barrel, which still exceeded that of the previous year by 37%. As for refined products 

in  the  Singapore  market,  the  prices  of  octane-95  gasoline  and  diesel  fluctuated  in 

accordance  with  the  world  price,  registering  their  annual  averages  of  $102.5  and 

$119.5 per barrel, 24% and 40% higher than the previous year (OPEC Monthly Oil 

Market Report, July 2009).The demand supply of the world in 2008 was projected a 

little  lower  than  2007s  and  Asia-Pacific’  demand  was  the  second  highest  consumption, 

while the OPEC group was also the key role supply as shown in Table 4.1. 

 

Table 4.1  World Oil Demand and Supply In 2008 

  

(Unit: MBPD)             

  2007 2008 2008 

DEMAND     Q1    Q2    Q3    Q4    average  

Africa 3.1  3.1  3.2  3.0  3.2  3.1 

North America  31.1  30.5  30.4  29.7  30.0  30.2 

Asia-Pacific  25.1  26.3  25.4  24.7  24.7  25.3 

Europe 16.0  16.0  15.7  16.1  16.0  16.0 

Russia 4.1  4.1  4.1  4.3  4.3  4.2 

Middle East  6.5  6.7  7.0  7.3  6.8  7.0 

Total 85.9  86.7  85.8  85.1  85.0  85.7 

SUPPLY           

OPEC 34.9  37.3  37.1  36.2  35.3  36.5 

Non-OPEC  50.7  49.8  49.7  50.0  50.6  50.0 

Total 85.6  87.1  86.8  86.2  85.9  86.5 

 

Source:  International Energy Agency 2009. 
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In  sum,  in  the  study  of  the  energy  group,  the  world  energy  environment  is 

obviously affected by the price fluctuation of crude and petroleum products as well as 

petrochemical products which shot up in the beginning of 2008 and rapidly dropped 

off in the last quarter the same year, with many refining and petrochemical businesses 

experiencing significant losses. Stock losses of oil and feedstock, physical losses, and 

accounting losses at the end of the fiscal year 2008 contributed to such losses (PTT, 

Thai Oil 2008 Annual Report). These losses affected the organizational performances 

described in the case studies. 

 

4.3.2 Energy Development in Thailand 

The energy sector in Thailand is administrated by the National Energy Policy 

Council  (NEPC),  established under  the  National  Energy  Policy  Council  Act,  B.E. 

2535  (1992),  with  the  National  Energy  Policy  Office  (NEPO)  acting  as  the 

Secretariat. The main mission is to enhance efficient energy sector management; the 

Energy Policy Committee (EPC) has been established to assist with the work of the 

NEPC.  (http://www.eppo.go.th/doc/doc-manage.html).  Additionally,  the  NEPC  is 

responsible  for  the  promotion  of  energy conservation  and  the  management  of  the 

Energy Conservation Promotion Fund as per the Energy Conservation Promotion Act, 

B.E. 2535 (1992). Accordingly, the Energy Conservation Promotion Fund Committee 

has  been  established  to  assist  with  the  management  of  the  Fund  and  ensure  that 

allocations are made in compliance with the regulations stipulated in the Act. 

The  Thai  National  Energy  Policy  Council (NEPC)  is  the  main  organization 

that  has  the  core  duty  to  determine and  regulate  energy  policy,  including  the 

government  policy  on  electricity  and  petroleum  matters.  The NEPC  includes  the 

Prime Minister as Chairman of the Council, the Deputy Prime Minister, the Minister 

of Defense, the Minister of Finance, the Minister of Foreign Affairs, the Minister of 

Agriculture  and  Agricultural  Cooperatives,  the  Minister  of  Transportation,  the 

Minister of Commerce, the Minister of Interior, the Minister of Energy, the Minister 

of  Industry,  and  other  ministers,  including  other  civil  servants  and  the  Permanent 

Secretary of the Ministry of Industry, the Secretary-General of the State Council, and 

the  Secretary-General  of  the  National Economic  and  Social  Development  Board 

(NESDB)  and  the  Cabinet.  In  addition,  NESDB includes the Director of the Budget 
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Bureau,  and  the  Director-General  of  the Department  of  Development  of  Renewable 

Energy and Energy Conservation. According to such organization, the  NEPC can be 

seen as deciding on national policy on energy which is then implemented following 

Cabinet approval.  

The  NESDB  concluded  that  Thailand’s  2008  economic  growth  was  2.6%, 

down  by  2.3%  from  4.9%  growth  in  2007 (NESDB,  2008).  During  the  first  three 

quarters of 2008, the country had healthy economic growth, averaging at 5.1% due to 

the  expansion  of  domestic  demand  and  exports.  However,  in  the  4th  quarter,  the 

economic  growth  weakened  by  4.3%  from the  contraction  of  export  and  service 

sectors,  in  turn  affected  by  the  world  economic  crisis,  especially  in  trading  partner 

countries,  e.g.  EU  countries,  the  US,  and  China.  In  addition,  the  closure  of 

Suvarnabhumi  and  Don  Mueang  International Airports  from  late  November  to  early 

December and the political unrest during April 2009 at the Asian Summit Meeting at 

Pattaya,  Chonburi  have  created  huge  impacts  on  the  tourism  and  transportation 

industries.  The world financial and economic crises, moreover, has caused the Thai 

capital market to plunge as in other parts of the world. This includes the impact from 

the relocation of foreign investment, which prompted foreign investors to sell shares 

for cash. As a consequence of export contraction and world economic crisis, the Thai 

currency has weakened. 

 

4.3.3 Domestic Demand for Energy and Energy Price 

As described earlier, in 2008, Thailand went through an oil price crisis during 

the  first  seven  months  of  the  year,  as  well  as  the  financial  crisis  and  the  world 

economic  crisis  which  brought  about  an  impact  in  the  last  quarter  of  the  year.  The 

energy  crisis  caused  the  domestic  demand  for  energy  to  drop.  Demand  for  fuels 

(excluding LPG and NGV) totaled 89.3 million liters per day (equivalent to 562,000 

bbl/day),  down  7%  from  2007.    Demand  for natural gas stood at 3,444 MMcf/d, up 

5% from 2007.  Meanwhile, demand for electricity was 148,220 million units, up only 

0.8%, lower than the prediction in the Power Development Plan 2007, where a 5.6% 

increase was expected.  In addition, the increased retail oil price which kept up with 

the  world  oil  price  caused  consumers  to  turn  to  alternative  fuels,  LPG  and  NGV  in 

particular and the like.  LPG demand for use as fuel increased from 3.1 million tons 
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per year in 2007 to 3.6 million tons per year in 2008, a 16% increase. This represented 

36%  and  9%  expansion  in  the  transport and  industrial  sectors  accordingly.    NGV 

demand  surged  by  220%  due  to  the  retail  prices  of  LPG  and  NGV,  and  was  still 

tightly  controlled  by  the  government.  The National  Energy  Policy  Council  (NEPC) 

agreed to cap the ex-refinery LPG price at Baht 10.996 per kilogram ($314-332 per 

ton at the exchange rate of around Baht 35-33 per US$ 1) from March 2008, which 

was the price that LPG producers, namely gas separation plants and refineries, quoted 

for oil traders. At the same time, the world LPG price announced by Saudi Arabia or 

LPG  CP  increased  to  $775  per  ton  in  2008. In  the  study,  the  significant  increase  of 

demand  for  LPG  brought  about  insufficient  supplies  from  gas  separation  plants  and 

refineries. This further caused the need for import from April 2008 onwards. In this 

regard, the total imports of LPG throughout the year were at 446,878 tons. As a result, 

PTT  who  is  the  sole  importer  shouldered  the  burden  occurring  from  the  difference 

between  the  import  price  and  the  government-controlled  domestic  price.  In  this 

regard, the Oil Fund would reimburse the financial costs at later date. 

 

4.3.4 World Economic and Energy Outlook for 2009 

In  2009,  many  world-leading  financial and  economic  institutions  forecasted 

that  the  world  economy  would  still  be  in a  downturn,  continuing  overly  from  late 

2008.  The  World  Bank  envisaged  that  the  world’s  overall  economic  growth  would 

stand at 0.9%, with a contraction of 0.1% among developed countries and growth of 

4.5%  among  developing  countries.  The  International  Monetary Fund  (IMF)  foresaw 

that  the  world  economy  would  expand  by  0.5%,  with  a  contraction  of  2.0%  among 

developed  countries  and  growth  of  3.3%  among  developing  countries  and  predicted 

further  that  the  world  economy  could  possibly  pick  up  in  2010.  However,  it  was 

difficult to predict when the world economy would recover since this crisis is unique 

and  leading  countries  in  all  parts  of  the  world  were  severely  affected  and  it 

unavoidably affected developing countries (World Bank, 2008).  

The  sluggish  world  economy  caused  energy  demand  to  shrink  and 

consequently caused a reduction of the world oil price in the world market. Experts 

anticipated that if the world economy would were to still be slow, the oil price would 

hover  around  the  present  level.    OPEC  would  then  try  to  reduce  their  production  to 
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shore up the oil price. But if the economy started to pick up along with the demand for 

oil,  the  oil  price  could  possibly  rise  to  $60-$80  per  barrel for  2009,  which  is  the 

marginal  cost  of  production,  and  if  the demand  for  oil  increased  further,  the  price 

might return to its high level as in the first half of 2008.  

As  for  the  Thai  economy  for  2009,  NESDB  foresaw  that  the  annual  average 

growth would be in the region of minus 1% - 0%. This was due to the world economy, 

which has shrank more than expected, especially in the first half of 2009. Moreover, 

considering  the  financial  institutions’  extreme  caution  in  granting  loans  and  the 

private sector’s low confidence amid the dull economic climate, it was to be expected 

that  the  business  sector  would  reduce the  production  capacity  and  employment, 

particularly  in  the  industrial,  construction  and  property,  retail  and  wholesale, 

transport, and financial sectors. 

Regarding the domestic fuel demand, the Energy Policy and Planning Office 

(EPPO) estimated that the overall fuel demand growth would be 0.8% in 2009. In this 

respect, oil demand would have shrunk by 0.3% while demand for LPG would expand 

by 6%, based on the assumption that the oil price would stay low. 

Demand  for  natural  gas  was  expected  to expand  by  2%  in  2008  in  line  with  the 

country’s power demand. The refining industry was expected to enter its down cycle 

due  to  new  capacities  in  China  and  Vietnam as  well  as  additional  ones  in  India. 

Moreover,  the  global  demand  for  refined  products  was  still  slow.  According  to  a 

prediction  made  by  Cambridge  Energy  Research  Associates,  demand  for  petroleum 

products  would  decline  by  about  0.7  million  bbl/d  in  2009  (1  barrel  of  oil  is  42 

gallons), which would bring down the refining margins.  

Regarding the outlook for the petrochemical industry in Asia during 2009, the 

imbalance between demand and supply was to be expected. As from 2009-2012, there 

would be new capacities in the Middle East, such as in Saudi Arabia, Iran, Qatar, and 

some other countries in Asia. At the same time, demand would shrink in line with the 

world economy. The petrochemical industry would have to go through a downturn as 

well.  Analysts  foresaw  that  the  petrochemical  industry’s  cycle  would  move  upward 

again in the next 2-4 years in line with the recovering global economy. 
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4.4   Industry of Power Generating (Electricity) 

 

4.4.1  Power Generation Business in Thailand 

The Thai economy in 2008 expanded by 4 per cent with inflation recorded at 

5.6  per  cent  and  the  country  also  suffered a  current  account  deficit  due  to  lower 

domestic  demands  and  exports  in  the  third quarter,  which  as  a  result  of  the  global 

financial meltdown. In addition, Thailand also suffered from its own political turmoil 

which crippled its economic growth during the third and the fourth quarters. These in 

return lowered demand for electricity in various sectors especially in November and 

December 2008, when the rise in electricity consumption rate was negative compared 

to  the  same  period  a  year  before.  However,  although  the  Thai  economy  was  slower 

during the second half of 2008, the total electricity consumed by the country remained 

at 136,025 gig watts per hour, or a 2.5-per cent increase from the year before. 

The slower growth rate of 2008 was in line with weaker economic expansion 

in  2008.  The  highest  demand  for  power  was  recorded  on  21  April  2008,  at  22,568 

megawatts,  which  was  still  lower  than  2007’s  high  of  22,586  megawatts.  The  load 

factor  was  at  75.6  per  cent  while  the  reserved  margin  was  at  23.8  per  cent.  Of  this, 

42,245 gig watts per hour were recorded as electricity consumed in the metropolitan 

areas  or  a  hike  of  0.5  per  cent;  90,944  gig watts  per  hour  was  recorded  as  the 

electricity consumed in provincial areas or an increase of 3.6 per cent and 2,850 gig 

watts  per  hour  were  recorded  as  consumed  by  direct  customers  of  the  Electricity 

Generating  Authority  of  Thailand  (EGAT),  or  an  increase  of  5.5  per  cent.  The 

industrial sector remained the number one electricity user as it consumed 45 per cent 

of the total electricity consumed by the entire country or a 2.2-per cent increase from 

the  previous  year,  which  however,  was  lower  than  the  year  before.  The  business 

sector’s  consumption  of  electricity  also rose  by  1.6  per  cent.  The  household  sector 

also saw its demands rise by 4.1 per cent. Demands for electricity in the agricultural 

sector and other sectors rose 3.7 per cent. With regard to power generation, in 2008, 

the country generated 29,892 megawatts of electricity. Of this, EGAT generated and 

purchased  a  total  of  148,790  gig  watts  per  hour  of  electricity,  or  a  1.2-per  cent 

increase  from  the  year  before.  Power  generated  can  be  categorized  based  on  the 

sources of energy as follows: 70 per cent of power was generated from natural gas, 21 
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per cent from lignite/coal, 1 per cent from oil, 5 per cent from hydropower and 3 per 

cent was imported. It was expected that in 2009, EGAT would be able to generate and 

buy  additional  power  of  2.2  per  cent  with a  higher  proportion  of  its  power  coming 

from natural gas since PTT Public Company Limited would be able to supply more 

natural gas to EGAT while the power generated from hydropower, bunker oil and by 

importing  would  decline  according  to  EGAT’s  Power  Development  Program  (PDP) 

(The Energy Policy and Planning Office: EPPO, 2009). 

 

4.4.2  Thermal Coal Trade in the World Market 

Coal is a natural resource with reserves in various countries around the world. 

Coal reserves are much higher than oil and natural gas, making it an extremely crucial 

resource for human beings. Coal use can be divided into two main categories, namely 

steam coal/thermal coal and coking coal. Most coal being used is steam coal/thermal 

coal and is mostly used in power plants to generate electricity. Coal can be said to be 

the  cheapest  commercial  fuel.  In  2008,  imports  of  steam  coal/thermal  coal  in  the 

world’s markets continued to rise. Thermal coal imports were around 700 million tons 

or a 2.1-per cent increase from the year before due largely to rising demands in power 

plants for coal especially in Asia where imports of coal were as high as 54 per cent of 

the  total  imported  thermal  coal.  Major  importers  were  Japan,  South  Korea,  Taiwan 

and China.  Thermal coal exports in 2008 were around 691 million tons or a 2.5-per 

cent increase from last year. Indonesia remained the world’s largest exporter of coal 

as  it  exported  roughly  200  million  tons  although  the  country  suffered  heavy  rainfall 

throughout  the  year.  The  second  rank  was  Australia  with  total  coal  exports  of  124 

million tons. Australia, too, suffered heavy rain especially during the first quarter of 

2008  when  Queensland  saw  major  floods  that  slowed  down  its  coal  production.  In 

addition,  coal  transportation  facilities  in  Australia  were inadequate;  therefore,  coal 

exports  from  Australia  in  this  period  were  still  lower  than  expected.  Other  coal 

exporters such as South Africa also suffered heavy rainfalls while Russia found itself 

running out of train carriages to transport coal. China also found itself restricting its 

coal exports due to rising domestic demands. All of these events in a tight coal market 

in  2008.  However,  the  situation  improved  in the  latter  half  of  the  year  after  the 

economic crisis, which had started in the US, expanded to the rest of the world. This 
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in  effect  lowered  demands  for  coal.  With  the  production  capacity  of  several  coal 

exporters back to normalcy, in the end the coal business oversupply mode. 

The  Australia-Japan  Reference  Price  for  the  period  between  April  2008  and 

March  2009  set  the  price  of  coal  at USD  125  a  ton,  which  was  125  per  cent  higher 

than the year before. The FOB coal price in spot markets from Newcastle, Australia, 

in 2008 continued to rise during the first half of 2008 to nearly USD 200 a ton due to 

problems in major exporting countries while demands for coal continued to rise due to 

cold weather. However, coal prices were plummeting due to the financial crisis in the 

US and falling oil prices. Coal price at Newcastle, Australia, fell to lower than USD 

80 a ton at the end of 2008. Yet, the average coal price at Newcastle Port throughout 

2008  was  at  USD  128  a  ton  or USD  63  a  ton  higher  than  the  year  before.  Market 

expansion in 2009 was likely to be slower due to the global financial crisis and world 

economic downturn, which resulted in lower demand for coal in developed countries 

while demands for coal in developing countries also tended to fall. However, overall, 

the  world  would  continue  to  demand  coals, albeit  at  a  lower  rate.  Coal  price  at 

Newcastle  in  2009  was  be  much  lower  than the  previous  year.  Still,  the  price  was 

expected to be reach higher than USD 70 a ton due to higher production costs. 

 

4.4.3  Thermal Coal Trade in Thailand 

The coals consumed in Thailand are those produced from local mines which 

are  usually  low-grade  lignite as  well  as  imported  coal  which  is  usually  bituminous. 

The  coal  used  in  Thailand  is  mostly  steam  coal/thermal  coal.  In  2008,  the  country 

consumed a total of 34.6 million tons or an 8.6-per cent increase from the year before. 

Of this, 18.7 million tons was coal from domestic mines, representing an increase by 

0.8  million  tons  from  the  year  before.  At  the  same  time,  the  country  imported  16 

million tons of coal from overseas or a rise by 1.9 million tons. Most domestic coal 

was  used  by  the  Electricity  Generating  Authority  of  Thailand  (EGAT),  to  generate 

power. EGAT consumed a total of 16 million tons of coal in 2008 or 47 per cent of 

the country’s total coal consumption. 

During  2008,  the  industrial  sector  consumed  a  total  of  18.4  million  tons  of 

coal, or an increase of 32 per cent from the previous year. Most consumption was in 

the  cement,  pulp  and  paper,  petrochemicals,  food  and  other  industries.  Only  2.4 
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million tons of locally-produced coal was used in the industrial sector. The rest was 

imported from overseas.  

In  Thailand,  one  of  the  main  reasons  was  that  local  coal  reserves  had  been 

greatly  depleted  and  Lampang  Mine,  which  was  one  of  Banpu’s  major  mines,  was 

shut  down  in  late  2008.  This  resulted  in  more  coal  import  substitution.  Cement  was 

the industry that consumed the highest amount of coal as the sector used a total of 7.2 

million  tons  in  2008  or  a  10-per  cent  increase.  Power  plants  under  Small  Power 

Producers (SPP) and Independent Power Producers (IPP) projects consumed a total of 

5.5 million tons of coal in 2008, or a 1.5-per cent rise. The remaining 5.7 million tons 

were utilized by other industries but this signified a sudden jump of as much as 36.7 

per  cent  mainly  because  several  factories  switched  their  machinery  from  oil-

dependent  to  coal  at  the  time  as  the  oil price  was  exorbitant, which  is.  That’s  why 

demands for coal under this category rose rapidly. In 2009, expansion in demand for 

coal as fuel in Thailand would be much lower due to the economic recession as the 

economy  was  expected  to  expand  by  0-2 per  cent  only.  Although  this  can  be 

translated to lower demand for coal, the power generation sector’s demands for coal 

this year would be more or less the same as compared to the previous year as coal is 

the  cheapest  source  of  fuel  compared  to  others (Energy Policy and Planning Office, 

2009). 

 

4.5   Multi-Case Studies 

 

  In the next section of the study, the researcher starts with the petroleum or oil 

group,  led  by  PTT,  BCP,  and  TOP,  then  the  power  generating  group  of  EGO, 

BANPU,  and  RATCH.    However,  besides  these  two  groups,  in  order  to  fulfill  the 

energy  group  scenario,  the  service  energy  sector  is  applied  to  compliment  industry 

energy,  therefore,  the  last  case  of  BAFS from  the  service  was  studied.  Seven  case 

studies were selected in this research study with each case study being divided into six 

parts as follows: 

4.5.1.  Company Overview 

4.5.2.  External Environment Condition 

4.5.3.  Strategic  Action: Strategic Leadership & Organization Structure 
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4.5.4.  Strategic Stance 

4.5.5.  Organizational Effectiveness 

4.5.6.  Summary 

 

As  previously  described,  this  research  employs  an  explanatory  case  study 

approach.  This  approach  was  used  to  collect  comprehensive  and  holistic  data  (Yin, 

1984, 1994; Eisenhardt, 1989) about the firms operating over appropriate periods of 

times.  This  provides  data  for  more  extensive  subsequent  research  and  testing  of 

propositions  and  hypotheses  as  part  of  an  ongoing  research.    The  data  is  primarily 

drawn from the field interviews (semi-structured) with the CEOs or top executives or 

management team (TMT) responsible for the firms, at the home country in Thailand. 

As  the  study  was  focused  on  organizational  effectiveness  and  the  strategic  management 

factors of the parents firms, those from overseas branches and subsidiaries  were  not 

interviewed.    Additionally,  the  survey  data  approach  was  employed  to  support  the 

findings.  The  study  seeks  to  find  in-depth  answers  and  clearly  demonstrate  the 

interrelationships  among  strategic  actions,  strategic  stance  and  organizational 

effectiveness.  The  evidence  was  examined  on  a  case-by-case  basis  for  repetitive 

effects  by  group.  Across-case  analysis  to  detect  similarities  and  differences  was 

undertaken.    Before  starting  the  case  study  one  by  one,  the  researcher  has  provided 

some basic data about each enterprise as summarized in Tables 4.2 and 4.3. 
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Table 4.2  Summary of Basic Fact-Based of Seven Case Studies  

 

Supply Production/ Refinery Chain Domestic Market
International 

Market

GAS PTT exploration & 

production (PTTEP)

Power plants, Industry Electricity, 

transportation, 

industry

OIL, Petroleum Curd oil Refineries, 

TOP, iRPC, 

SPRC, BCP

NGY, PTT stations Household, 

Lubricant

Petrochemical PTT Chem, I RPC,  

PTTAsahi

Plastic resins, PTT 

Chem, PTT PL

End products, 

Export market

2     BCP The Bangchak 

Petroleum  Plc.

     9/11/1984    

(SET, 2 Aug, 

1994)

25 Dr.Anuson 

Saengnimnuan

- Oil refinery (120 KBD); 

10%share of refinery 

capacity in Thailand

no (domestic) transportation, 

industry

3     TOP Thai Oil Public 

Company Limited

        1961            

(SET, 26 Oct, 

2004)

48 Dr. Viroj 

Mavichak

Oil refinery (275 KBD); 

22%share of refinery 

capacity in Thailand

Petrochemical, 

Lube-base

Logistic marine, 

THAP (pipeline)

Clean energy, 

consultant

PTT,EGAT

4     EGCO Electricity 

Generating Plc.

12/5/1992 17 Mr.Vinit 

Tangnoi 

- The first IPP, Electricity EGAT Philippines Water EGAT, international

5     BANPU BANPU Public 

Company Limited

16/5/1983 26 Mr. Chanin 

Vongkusolkit 

Coal mining Power plants Thailand, Indonesia Indonesia, 

China, South-

east Asia, 

Europe

Power Generation 

and Distribution, 

Wind

EGAT, International

6     RATCH Ratchaburi 

Electricity 

Generating 

Holding Plc.

7/3/2000 9 Mr. Noppol 

Milinthanggoon

- Electricity, Energy,  Power, 

Gas, service

Thailand (EGAT) Laos 

(Electricity)

Coal , JV with 

BANPU

EGAT, international 

(Domestic focus)

7     BAFS Bangkok 

Aviation Fuel 

Services Pcl.

22/11/1983 26 M.R.Supdis 

Diskul

- - Service, and Rental 

(fuel  depot), 4 

airports

no (domestic) - Thai International 

Airlines, Airlines

1     PTT PTT Public 

Company Limited

          1978;        

(SET, 1/10/2001)

30 Mr. Pasert 

Bunsumpun

No.
Stock 

Name
Company Name 

Establishment 

Date

Age of  the 

firm
CEO, MD

Upstream Operation Downstream Operation
Other Business 

Investment
End Customers
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Table 4.3  Who’s Who: Strategic Leadership in Resources (Energy Group) in SET 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source:  SET, 2009. 

Executive Title  Company Business 
2008 
Revenue   
(M. Baht) 

2008 Asset   
(M. Baht) 

2008 
Employees 
(survey)  

Return on 
Equity   

(2004-2008), 
% 

 
Pasert Busumpun 

 
President, and CEO 

 
PTT 

 
Oil, Petroleum, Gas, 
Aromatics 

 
1,930,180 

 
589,543 3,636 

 
33.9 

 
Anusorn Sangnimuan 

 
President 

 
BCP 

 
Oil, Petroleum , Exploration, 
Aromatics 

 
128,311 

 
42,293 898 

 
14.7 

 
Dr. Viroj Mavichak 

 
Managing Director 

 
TOP 

 
Oil Refinery 

 
404,474 

 
96,071 858 

 
23.5 

 
Vinit Tangnoi 

 
President 

 
EGCO 

 
Electricity (1st IPP) 

 
7,401 

 
49,932 106 

 
17.4 

 
Chanin Vongkusolkit 

 
President 

 
BANPU 

 
Coal, Electricity 

 
10,439 

 
32,614 465 

 
21.2 

 
Noppol  
Milinthanggoon 

 
Managing Director 

 
RATCH 

 
Electricity 

 
5,877 

 
35,787 103 

 
19.2 

 
M.R. Supdis Diskul 

 
Managing Director 

 
BAFS 

 
Aviation Fuelling Service 

 
1,643 

 
5,571 376 

 
20.2 
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CASE STUDY No.1  PETROLEUM (OIL & GAS) 

 

PTT Public Company Limited (PTT) 

 

  In  the  study  of  strategic  management  and  organizational effectiveness,  PTT 

Public Company Limited (PTT) has been selected due to its leadership in the energy 

industry  in  Thailand.  The  company  has  been  long  established  to  solve  the  energy 

stability of the Thai nation for over 30 years, and it ranked 118 in the top companies 

in  Fortune  in  2008.  Without  including  PTT,  the  study  of  the  energy  industry  in 

Thailand would be incomplete.  

 

4.5.1  Company Overview 

PTT Public Company Limited (PTT), one of the leading energy companies in 

Thailand,  was  originally  the  Petroleum Authority  of  Thailand  (PAT),  a  state 

enterprised  established on  29  December  1978  under  the  Petroleum  Authority  of 

Thailand Act, B.E.2521 (A.D.1978) to operate petroleum and other related businesses. 

On  October  1,  2001,  PTT  was  incorporated  as  a  public  company  under  the 

Corporation Act of B.B. 2542 (1999). That is PTT assumed transfer of all businesses, 

rights,  debts,  liabilities  assets  and  equity  from  its  former  incarnation  Petroleum 

Authority of Thailand (PAT).  PTT Public company Limited registered in the Stock 

Exchange  of  Thailand  on  December  6,  2001  with  an  initial  registered  capital  of 

20,000 million baht, of which the Ministry of Finance is the major shareholder. Over 

three  decades,  the  company  has  thrived  every  year.    At  the  end  of  2008,  PTT  had 

assets of over 885 billion baht, with annual sales of over 2,000 billion baht.  

PTT  is  an  integrated  natural  gas  company,  engaged  in  the  marketing  and 

trading of crude oil and refined petroleum products. The company is mainly involved 

in the exploration, development, and production of natural gas; condensate and crude 

oil  procurement  through  a  subsidiary,  PTT  Exploration  and  Production  Public 

Company  (PTTEP);  transmission,  processing,  marketing,  and  distribution  of  natural 

gas and gas products; and marketing of refined products through various distribution 

channels  in  domestic  and  international  markets.  Currently,  there  are  four  main 

business groups: Exploration & Production and Gas Business Broup, the Oil Business 
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Group, the Petrochemical and Refining Business Group, and the International Trading 

Business  Group.  PTT  has  operations  in  several  countries  such  as  Vietnam, 

Bangladesh,  Indonesia,  Australia,  Philippines,  and  China  (more  background  of  the 

company can be found in Appendix X - PTT case). 

The  oil  industry  in  which  PTT  operates  is  subjected  to  numerous  national, 

regional,  and  local  environmental  laws  and  regulations  concerning  its  oil  and  gas 

exploration  and  production  operations,  petroleum  and  petrochemical  products,  and 

other  activities.  A  review  of  the  strategic  management  and  contingency  approaches 

suggests  that  knowledge  of  understanding  of  environmental  impact  on  the 

organizational  effectiveness  is  important to  take  into  account  (Porter,  1985)  The 

environment  is  viewed  as  everything  outside  an  organization’s  boundaries  (Miles, 

1980:195).  In the study of external environment, the various approaches to the study 

of  the  environment  have  been  divided  into  three  views:  general  approach,  task 

approach and level of environmental uncertainty.  

 

4.5.2  External Environment Condition 

4.5.2.1  Organizational Responses to ‘General’ Environmental Change  

The  general  environment,  in  this  study,  refers  to  political-legal, 

economic,  socio-cultural,  technological,  and natural resources which are  uncontrollable 

conditions.  The  researcher  employed  the  principal  research  methods  of  in-depth 

interview, survey of the key  informants especially of the top executive team (TMT), 

and ex-top senior management of the firm to gain further insights into  these conditions. 

1)  Response to Political-legal Environment:  

  The extent to which the government intervenes especially in the 

political-legal  perspective  normally  influences  the  business  at  least  to  the  degree  of 

autonomy  that  a  CEO  or  top  executives can  exert.  In  the  study,  the  ex-governor 

pinpointed one example: “The energy policy was derived by PTT directly, not from 

the  government,  my  concern  is  that  for  oil  supply,  I  believe  there  is  a  plenty  oil 

reserve  out  there,  thus,  PTT’s  policy  is  to  seek  and  search  for  natural  resources 

because it is cheaper, and this is the outset in policy to diversify to a global business 

of PTT. PTT exploration (PTTEP) is the one to find the natural resources supply. The 
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revenue  will  be  reinvested  to  acquire  the  assets  especially  for  natural  resources,  in 

several  areas  such  as  Middle East,  Australia,  West  South Africa,  East  South  Africa, 

for  instance…because  natural  gas  is  the  cheapest,  PTT  exploration  needs  to  explore 

these sources in order to supply PTT, and this is to ensure the security of a supply for 

the  nation  which  is  definitely  one  of the  missions  of  the PTT  group.  Underground 

natural resources are the more valuable assets and direction has been set since day one.”  

 The  petroleum  industry  in  which  PTT  operates  is  subjected  to 

numerous  national,  regional,  and  local environmental  political-legal  environment 

especially laws and regulations concerning its oil and gas exploration and production 

operations,  petroleum  and  petrochemical  products,  and  other  activities.  These  laws 

and  regulations  require  an  environmental  evaluation  report  to  be  submitted  and 

approved  prior  to  the  commencement  of  exploration,  production,  refining,  and 

chemical  projects  and  restrict  the  type, quantities,  and  concentration  of  various 

substances that can be released into the environment in connection with drilling and 

production  activities.  The  political-legal  environment  also  limits or  prohibit  drilling 

activities  within  protected  areas  and  certain  other  areas;  and  imposes  penalties  for 

pollution  resulting  from  oil,  natural  gas, and  petrochemical  operations,  including 

criminal  and  civil  liabilities  for  serious  pollution.  Since  uncertainty  is  a  threat  to  an 

organization's effectiveness, the organization management tries to minimize this risk 

(Dill, 1958:409-43; Robbins: 1990:209-210). Other evidence relating to this condition 

was revealed when the researcher asked the TMT about their views over the political 

unrest  and  the  closure  of  Suvarnabhumi  international  airport  in  late  December  2008 

and  at  Pattaya  during  the ASEAN  Summit  Meeting  in April,  2009.  The  following 

response was given: 

“During  the  airport  closure,  it  had  a  slight  impact,  but  the  traveling, 

transactional  business  caused  inconvenience.  For  instance,  during  the 

Pattaya event related the summit conference of Asia’s top leaders, since 

we need to expand the business overseas, we need to explain a lot of the 

impact and how it’s being handled, which are minor issues. The main 

effect  is  the  “confidence  in  us”, as  PTT  has  a  rating  in  confidence 

which is quite equal to Thailand’s, if Thailand has been affected, then 
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so has PTT. The oil price policy had a somewhat degree of effect, but 

not much.” 

The  laws  and  regulations  can  also  restrict  air  emissions  and 

discharges to the surface and subsurface water resulting from the operation of natural 

gas processing plants, chemical plants, refineries, pipeline systems, and other facilities 

that the company owns. It is anticipated that the political-legal conditions to which the 

company  is  subject  will  become  increasingly  strict  and  therefore  likely  to  have 

increasing  impact  on  its  operations.  However,  after  the  in-depth  interview  process, 

while  the  researcher  was  writing  the  case analysis,  there  arose  the  issue  of  the 

suspension of the industrial estate projects in Map Ta Phut in the southeastern Rayong 

Province by government laws under the new Environment Independent Organization 

(EIO).  The  main  issue  was  that  relating to  environment  health  impact  assessment 

(HIA). PTT’s plant was one of those involved with, the plant producing propane using 

feedstock and process technology developed by Asahi. The project is jointly promoted 

by Asahi Kasei Chemicals and Marubeni Corporation of Japan, and went to court in 

April  2009.This  uncontrollable  condition  is crucial  and  something  that  the  company 

cannot ignore.  

 From the above data obtained from in-depth interviews, it can 

therefore  be  said  that  the political  environmental  condition  moderately  to  rather 

highly affects to their strategic stance.  

2)  Response to Economic Environment:   

In  strategy  formulation,  conscious  choices  have  to  be  made 

about the right choices, organizational structure and team. Economic prediction is one 

aspect that top management needs to take into account, especially in achieving firm’s 

effectiveness  by  utilizing  resources  and  market  position. The  researcher  found  that 

economic  condition  drives  the  management’s  decisions  in  at  least  in  three  aspects: 

capital finance, price of raw materials, and compliance with government’s policy. The 

TMT noted and acknowledged their importance: “Yes, that is the perfect storm. Those 

are the three big ones. The first storm is the financial and economic: capital financing 

is more difficult for customers, suppliers, and so forth. The second one is the energy 

prices.  Two  or  three  years  ago,  the  price  soared  and  then  dropped  late  last  year; 

therefore,  any  investment  projects  plan were  unpredictable.  It  has  a  tremendously 
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effect  and  we  lost,  at  the year  end.  We  have  to  keep reserved  stock  by  law.  All 

refinery operations were losses because we have to purchase the crude oil in advance 

with a lead time of at least 2-3 months...By law, we need to reserve at least 18 days of 

production capacity of oil. The crude oil, the finished products, we cannot touch, only 

in  the  real  emergency  cases.  The  fluctuation  of  oil  prices  tremendously  affects  the 

business.  The  final  storm  is  regulatory  policy, due  to  the  volatility  of  oil  prices,  the 

government has used it influence to keep the prices lower to help alleviate the effect 

on people, but it did not reflect the real market mechanism, such as LPG and NGV. 

This distorts the market prices, so we need to clarify information and explain to the 

government that these issues are very crucial”. Moreover, the economic condition is 

also  an  issue  as  PTT  is  also  exposed  to  the  risk  of  changing  prices  or  the  cost  of 

intervening transportation resulting from purchasing gas at one location and selling it 

at  another.  An  increase  in  the  raw  material  prices  leads  to  an  increase  in  its  cost  of 

production.  Thus,  any  further  increase  in  PTT's  raw  material  prices  could  further 

affect the company’s bottom line, at least result in lower profit margins. 

3)  Response to Socio-cultural Environment:  

Since  the  social  factor  normally  plays  a  pivotal  role  in 

determining which area of new  businesses flourishes, some  firms need to adapt and 

some firms find adapting constricting. In the study, over the time, the TMT expressed 

slight concern regarding of this factor and also provided some strategic initiatives. It 

was unanimously viewed as “demographically speaking, the socio-cultural environmental 

impact,  the  society  changes,  and  better  education  of  new  staff  will  affect  human 

behavior    and  their  attitude  towards  of  work”.  The  concern  related  much  to  human 

resources management, and they saw both pros and cons. The good point is that the 

new staff have more capabilities take an international approach, such as being fluent, 

the  in  two  languages,  while  the  bad  side  is the  new  staff’s  attitude  is  one  of  less 

determination (such as being hot-tempered, rushing and being overly ambitious with a 

philosophy  of  get  rich  quick).  During  booming  prosperous  periods,  finance  and  IT 

generation are hot and this leads to new, more confident attitudes that they can grow 

quickly without thinking about endurance and lacking follow-up and deeper analysis 

in  the  work,  which  definitely  affects  to  their  work  performance.    Delving  into  the 

specifics of the issue and how to deal with it, TMT has developed strategic initiative 
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projects  such  as  creating  and  developing  community  building –the  so  so-called 

‘community  mall’.  This  perspective  is  consistent  with  the  evolutionary  approach 

taken  to  be  a  market  leader  as  suggested  by  Kotler  (2000).  “Consumer  behavior 

changes, so we have to changes. Opportunity changes as well, for instance, to develop 

a  “community  mall”  instead  of  only  just  a  gas  station.  We  also  took  over  Jiff 

(Conoco’s  Jet  brand  gas  station).  We  have to  adopt  and  adapt  another  international 

model  to  be  our  own,  and  PTT’s  convenience store  is  positioning  itself  as  premium 

grade.” These strategic initiatives will increase PTT's operating excellence and in turn 

enhance  its  profitability  in  the  long-term.   As  a  result,  PTT’s  attitude  towards  this 

socio-cultural  condition  is  one  of  moderate  concerned,  especially  with  regard  to 

human resource development and organizational structure issues. 

4)  Response to Technological Environment:  

The role of technology is arguably one of the strongest, if not 

strongest,  contextual  factors  to  shape  business,  especially  in this era. The contributions 

that businesses have made to advancing technology  and  the  benefits  that  firms  have 

derived from it are immense. However, based on in-depth interviews, TMT explained 

that since the energy industry is normally capital intensive by nature, the technology 

of refinery is basically from abroad, and that once decisions have been made, then the 

commitment will be long-term. 

 For technology, we cannot change much for a refinery. Once an 

investment  justification  has been  made,  economy  of  scale  and  cost  efficiency  is 

mainly  the  focus.    In  the  office,  the  technology  will  be  involved  with  IT  and  the 

information  system.  We  have  good  tools of  technology.  Compared  with  Exxon  and 

Shell,  we’re  probably  behind  them,  but  domestically,  we  believe  we  are  better.” 

Technology  has  shaped  industries,  created  and  spawned  innumerable  opportunities, 

yet its impact is not always immediate.  It often takes visionary business executives to 

understand  and  then  fulfill  the  potential of  a  specific  technology.  As  PTT  is  a 

modernized  firm,  especially  a  large  and  complex  one,  it  has  many  specialized  units 

and  different  units  of  technologies  such  as  refinery,  finance  and  accounting,  and  so 

forth.  This  is  in  line  with  Charles  Perrow  ’s  view  on  technology as  variability  and 

analyzability for the organization (Perrow, 1967). In sum, the technological view can 

be divided into two parts. For the plant construction, it is a long-term commitment and 
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this cannot changed by TMT except for new project investment. For the short-term, 

technology directly affects their workflow process. From the above data, therefore, it 

can be said that technological environment is rather stable and predictable (low) from 

these findings. 

5)  Response to Ecological Environment:  

In  the  study,  greater  attention  has  been  placed  on  the  role  of 

external  environment  especially  for  ecological  linkages  to  the  firm’s  effectiveness.  

PTT  also  places  this  topic  as  an  important  one  in  their  mission  and  expresses 

commitment  to  it.    “PTT  strictly  obeys  laws  and  regulations  enforced  by  regulatory 

agencies; institutes professional petroleum management; makes the best use of natural 

resources,  commands  emergency  response  and  crisis  management  systems;  values 

quality,  safety,  health,  and  the  environment of  relevant  stakeholders;  and  promotes 

social activities designed to conserve the environment and improve the quality of life 

for  community  members  under  sustainable  development.  The  actions  taken  in  2008 

appear  under  the  topics  of  Social  and Environmental  Responsibility  and  Quality, 

Safety,  Health,  and  Environmental  (QSHE) Performance.  PTT’s  units  in  charge  of 

social,  community,  and  environmental  affairs  consist  of  the  Corporate  Social 

Responsibility and QSHE departments” (Interview, Annual report, 2008). In line with 

the  comments  of  TMT  and  the  fact  that every  year  PTT  spends  a  lot  of  budget  for 

CSR, which is one of their crucial goals, PTT still needs to publicize these activities 

as many people are still unaware.  

From the above data obtained from in-depth interviews,  external 

environmental  conditions  are  revealed  to  be  of  moderate  to  rather  high  concern. 

Therefore, it can be said that the environmental condition is rather unpredictable from 

these findings. The conclusions about the ‘general environment condition’ as links to 

organization’s effectiveness is shown in Table Case 1.1 
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Table Case 1.1  Relationship between General Environment and Organizational Effectiveness 

 

General 

Environment 

Condition 

Perceptions of the Relative Assessment of External 

Environment by TMT 

Level of 

Assessment 

Political  

 

Political environment (rules and regulation) does not 
have much impact per se, except for government policy, 
especially for gas (LPG, NGV) which directly affect the 
corporation. 

Moderate-

rather-to high 

Economic World economic crisis and oil price volatility definitely 
affect the organization’s business 

High 

Socio-cultural A long-term impact as well as the demographic changes, 
it  affects  human  resources  development  in  the 
organization, especially for the new generation, 
Consumer behavior changes, some initiative projects are 
taken such as “A Community Mall” in gas stations. 

moderate 

Technology Since the refinery is capital intensive and a long-term 
investment, there are not many changes in a short-term 
period.  

Low 

Ecology and 

Environment 

Climate 

The community concerns of the environment are serious. 
More Corporate Social Responsibility (CSR) to support 
understanding. The nature of the business, safety and 
environmental concerns are very important for PTT 
group. 

High 

 

4.5.2.2  Organizational Responses to ‘Task’ Environmental Change  

The  task  environment  refers  to  parts  of  the  environment  that  are 

directly  relevant  to  the  organization  in  achieving  its  goal  (Dill,  1958:  409;  Wheelen 

and  Hunger,  2000:  54).  This  concept  includes  the  constituencies that  are  directly 

relevant to the achievement of an organization’s goals or those sectors which have a 

direct  working  relationship  with  an  organization,  including  customers,  competitors, 

suppliers,  and  the  labor  market  (Daft,  2006:  88-89).  Since  the  managerial  and 

executive  level  is  directly  involved  with  the  task  environment,  the  researcher 

conducted a survey of the managerial perspective related to the task environment. The 

variables  measured  are  age,  educational  background,  experience,  personality  and 

style,  values,  communication,  as  well  as  administrative  variables  such  as  executive 

team tenure, locus of control and power. 

According to the executive survey (see Appendix Table Case1.1-A2), a 

three-quarters  of  the  executive  respondents  were  male,  had  a  high  educational 

background,  with  a  wide  range  of  working  experience  (min.4,  max.32  years, 
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SD.9.17). They also have a high professional experience of over 10 years with  nearly 

86 % having over 26 years of experience (min.15, max.33, SD 4.55). Nevertheless, in 

terms  of  tenured  position,  half  of  the  respondents  had  been  in  the  position  for  2-5 

years,  31.3%  over  11  years,  and  18.8%  less  than  a  year  (min.1,  max.10,  SD  2.80). 

PTT takes customer satisfaction seriously as customers are one of the main sources of 

revenues.  PTT  acts  as  a  price  leader  in  change  especially  the  retail  oil  price  in  the 

markets. It offers fair prices, quality, and accountability to customers and consumers, 

and  is  continuously  committed  to  developing  its  products  and  provides  safe, 

integrated,  prompt,  and  quality  services  in  response  to  customers’  and  consumers’ 

needs.  

Since the PTT Group is a large size businesses, the study covered some 

of  the  executive’s  opinions  at  both  PTT  and  their  subsidiaries.  The  field-survey 

findings  from  managerial  perception  related  to  environmental  uncertainty  (for  more 

details  see  Appendix  Table  Case1.1-A3).  The  greatest  concern  was  related  to  risk 

management in financial and capital markets,  especially in exploring in investing the 

research for natural resources such as in exploration. At the same time, the executives 

also  gave  some  opinions  on  the  following  other  aspects  of  the  other  environmental 

uncertainty that are highly unpredictable such as suppliers of the raw materials (very 

sensitive  price  changes  by  OPEC,  for  instance),  government  policy  (related  to 

changes in taxation collection - excise, subsidy tax, and pricing policy). With regards 

to  competition,  the  executives  viewed  competitor’s  actions  in  new  products  and 

developments (design and quality) as being the most unpredictable. Next, surprisingly, the 

executives demonstrated that the demand for existing products (oil, or other petroleum 

products)  is  quite  steady  and  predictable.  They  also  express  less  concern  about 

technology changes (technology changes in production techniques are under control, 

rather than the changes in new IT related to improving work efficiency). Moreover, in 

terms of natural resources scarcity, changes in reserves are moderate to rather low, as  

the  PTT  group  (e.g.,  PTTEP)  is  at  least  able to  control  and  have  more  natural  gas 

resources supplies as the main asset, including exploration in both the Thai Gulf and 

overseas. As TMT pointed out, “For natural resources concerns .. the main concerns 

are 1) availability, 2) demand, 3) the prices of raw materials since in Thailand we do 

not have enough resources to cope with the demands, we have to import them. At the 

same time, we need to find other sources of energy and coal sources development”. 
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Fluctuation  in  the  prices  of  raw materials  under  government  control: 

Another  condition  that  drives  PTT  is  related  to  government  pricing  policy,  as 

evidenced  from  the  statement,  “Pricing is  the  determination  of  consumption,  no 

matter whether it is oil or electricity. The oil price is uncontrollable, especially in the 

world  market.  In  the  domestic,  we  need  to  have  stabilized  retail  prices  at  a  certain 

level.  The  pricing  policy  MUST  be  reflected  in  the  market  mechanism  and  vary 

according to the world market; Otherwise, the people do not have a mindset of saving. 

Sometimes, the government reduces the tax (subsidy or funding) of oil. Moreover, the 

impact  of  this  task  environment  uncertainty  was  also  concluded  thus:  “The  above 

three  main  factors  related  to  natural  resources  are  of  the  most  concern.  Some  will 

partially  be  controlled,  some not.  As  we  have  no  resources  in  our  country,  it  is  not 

enough  that  we  need  to  seek  out  more  from  overseas,  but  we  need  to  manage  the 

consumption.  Thais  should  be  more  awareness  about  this  to  save  energy,  make  the 

economy  more  sufficient.  The  factories  should  have  more  efficiency  and  we  should 

push more policy in power generating with gas, such as distilled cooling techniques. 

Gas is being used as the sources of energy supply to produce electricity, and turbines 

in the commercial buildings, or combining power at the commercial for industry...”  

In addition, related to natural resources scarcity, one TMT elaborated 

“There  are  two  points  related  to  resources,  first  the  limitation  of  resources,  for 

instance, they estimate that oil will last another 40 years, gas 80 years, and coal in 140 

years.  For  coal,  due  to  its  aging,  the  pricing  is  quite  stable,  so  we  view  this  as  the 

“insurance  policy”  for  Thais.  If  we  are  well  prepared  for  this  natural  resource,  we 

have to own it. In Thailand, the coal quality is low- grade (lignite) with little quantity. 

The  people  are  against  mining,  so  we  have  to  do  coal  mining overseas  and  sell  to 

internationals until Thais are more ready and then we will bring it back. Second, we 

should  have  nuclear  plants,  because,  firstly,  it  is  a  natural  resource,  secondly,  the 

environmental  impact  is  low  and,  finally,  the  unit  cost  is  cheaper  than  other  natural 

resources.  The  biggest  concern  is  the “safety”.  Thais  are  highly  concerned,  and 

because the people have no discipline, we need to cultivate this culture, need to have a 

clear  understanding,  and build  the  discipline  to  handle,  and  manage  the  resource.”  

From the above statement, we can conclude that government policy is related directly 

to  demand  and  supply  within  the  domestic  market,  and  moreover,  outsourcing 
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overseas for natural resources are very important to prevent scarcity in the long-run. 

For  instance,  the  government  policy  during  Prime  Minister  Samak’s  tenure,  which 

was  declared  their  policy  to  the  House  of  Parliament  on  18  Feb,  2008  (Samak 

Suthornavej,  2008: 217-218), related to energy policy. In order to secure the supply 

for energy, the government said it would seek and explore new sources of energy and 

its development for both internal and joint areas between Thailand and neighborhood 

countries, as well as control the quality of services, pricing stability, and safety, R&D 

for  alternative  energy,  energy  conservatives  and  the  effective  usages  of  energy  for 

production.(Source: Siam Chot Maihet, February, 2008, year 33, Siam Archives; available 

in  http://www.siamarchives.com). Future  policy  related  to  other  sources  of  energy  such  as 

nuclear power plants is one policy- makers should prepare well. Oil pricing policy is one of 

the areas for regulated by government through PTT as the state enterprise agency. 

Effect  on  Organizational  Structure:   For  instance,  in  June  2009,  PTT 

planned to consolidate four subsidiaries by October 2009 for a new structure to take 

effect  from  2010.  The  subsidiaries  are  Thai  Oil,  PTT  Chemical,  IRPC,  and  PTT 

Aromatics  and  Refining.  The  new  structure is  aimed  to  reduce  cost  and  improve 

efficiency. 

Effect  on  Organizational  Effectiveness:  In  April  2009,  PTT  Exploration 

&  Production  (PTTEP),  a  subsidiary  of  PTT,  decided  to  liquefy  the  gas  produced 

from its offshore Australian fields in partnership with Norway's Golar LNG.  Through 

this strategic initiative, the company’s plan is to focus on processing resources from 

blocks off northern Australia previously operated by Perth-based Coogee Resources, 

which  are  now  under  PTTEP  Australasia  into  1-2  million  tonnes  per  year  of  LNG 

through a floating liquefaction facility. These strategic initiatives will increase PTT's 

operating excellence and in turn eventually enhance its profitability. From the above 

findings,  the  task  of  environmental  uncertainty  on  the  effectiveness  of  the  PTT’s 

organization can be concluded as shown in Table Case 1.2 
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Table Case 1.2  Relationship between Task Environment and Organizational Effectiveness 

 

Task Environment 
Condition 

Assessment by Executives’ Respondents 
Level of 
Assessment 

Customers  
 

Domestic demand especially existing products , oil, 
gas is predictable, some concerns related to new 
products specification changes. PTT has a market 
leader. 

Low-moderate 

Government The impact of government policy on energy is of less 
concern. Law, government policy also highly affects 
to the firm due to it being a state enterprise, partially 
a government agency. High concerns towards pricing 
control especially for LPG, NGV, which distorts the 
market mechanism.  

Moderate- 
rather-to High 

Suppliers of raw 
material 

Uncontrollable price of raw materials from suppliers 
especially from overseas 

High 

Competitors Concerns  related  to  competitive  advantages  in  new 
product, design changes by competitors 

Moderate 

Financial/Stock 
Exchange 

Risk management in financial capital market, due to 
high investment in mega projects both domestic and 
overseas for natural resources exploration 

High 

Technology PTT group are not the technology inventors, but 
having high professional expertise in the energy 
industry-technology is the capital intensive for long 
terms; some concerns related to technology changes 
related to work efficiency such as IT system 

Low 

Natural Resources 
Scarcity 

PTT Group have natural resources both domestic and 
overseas to secure their energy supply stability, but 
still needs to explore the other resources such as coal 
renewable energy 

       Moderate 

 
 

4.5.2.3  Relationships between the Organization and Environmental 

Uncertainty 

Tables  Case  1.1  and  1.2  report  the  external  environmental  conditions 

of PTT which affect organizational effectiveness. The study looked at the economic, 

political,  ecological,  social  and  technological  factors.  The  economic  environment 

condition  has  the  most  important  effect on  the  firm.  This  is  in  line  with  the 

executives’  opinions  survey  related  to  the  financial  and  capital  impacts  for  risk 

management.  Politics  is  less  of  a  concern with  that  of  most concern  related  to 

government policy, especially controlling the price of some products such as LPG and 

NGV which are not reflected the market mechanism (some energy experts call LPG 

the “political product”).   

When  uncovering  the  task  environmental  conditions,  the  study 

indicates that the most important effect has been risk management in financial /capital 
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management and suppliers; meanwhile, for PTT’s customers (Bangchak, Shell, Esso, 

Chevron  etc.),  they  are  somewhat  concerned  about  the  high  competition  of  new 

product development (quality improvement, product design). Munificence is the one 

of  the  dominant  environmental  factors  (but  least  in  comparison  to  the  firms  in  the 

industry).  This  is  because  the  PTT  (e.g. PTT  Exploration)  Group  have  their  own 

resources from exploration overseas, but they also need more resources in both funds 

and natural resources availability. The findings support the work of previous scholars 

(Schlesinger and Sathe (1992: 6-12); Kootz and Weihrich (1992: 102); Bounds et al., 

(1994: 615); Kast and Rosenzweig (1979: 119-125); and Michael et al. (1987: 12) in 

that  environmental  conditions  directly  affect  an  organization,  including  managerial 

practices, non-managerial practices and organizational effectiveness, but somewhat to 

different degrees. 

In sum, from the above findings, the organization’s effectiveness may 

be increasingly constrained by the level of environment uncertainty; that is, dynamism 

is the most critical condition that highly affects the operational level and effectiveness 

of  the  organization,  and  since  this  external  environment  is  uncontrollable,  the 

relationship  is  a  one-way  direction  to  the  organization’s  effectiveness. The  conclusions 

are summarized as shown in Table Case 1.3 

 

Table Case 1.3  Summary of Environmental Threat and Opportunity Perceptions of PTT 

 

Environmental 
Uncertainty Conditions 

 

Impact towards the organizational 
Effectiveness 

 

Level of Assessment 
by PTT’s management 

 
Munificence (Abundance) +The degree of abundance of critical 

resources needed by the firms, such as 
finance, technology, raw material etc. 

High 

Dynamism The world economic crisis, suppliers, 
competitors 

High 

Complexity +The degrees of differentiation and 
dispersion of critical resources. 
+Globalization (domestic Vs  international 
operation), 
+PTT Group focuses on both domestic 
operation, and expanding to globalization 

High 
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  4.5.3  Strategic Action: Strategic Leadership 

The  in-depth  description  for  which  the  case  study  is  known  thus  provides  a 

demonstrable    means  of  understanding  how  the  each  component  interlinks  to  the 

outcome of an organization. The previous section was focused on external  environment 

conditions which impact to an organization’s effectiveness. The following part focuses 

on  the  internal  environment  conditions  related  to  the  internal  configuration  of  the 

organization  per  se.  Two  dimensions  are focused  on:  strategic  leadership,  and 

organizational  structure.  Strategically, experience  shows  that  management  should 

build strategy around what the company does well and avoid strategies whose success 

depends on something the company does poorly or has never done at all. Strategy must 

be well-matched to the company strengths, weaknesses, and competitive capabilities. 

The  researcher  will  start  from  the  strategic  leadership  dimension  and  then  follow  by 

organizational structure and see how these two internal environmental conditions link 

to organizational effectiveness and strategic stances. 

Basically,  strategic  leaders  are  viewed  as  a  group  of  persons  who  have  the 

overall  responsibility  for  an  organization's  outcomes  by  creating,  anticipating,  and 

aligning the allocation of resources to cope with external opportunities.  In the study, 

the researcher proposes three main components (‘VIP’) of strategic leadership, namely 

Vision/mission, Process (Communication ability and Alignment), and Integrity. Vision 

is the first component of strategic leadership, without vision/mission, strategic leaders 

cannot  lead  follower  and  cannot  adjust  the  organization  to  changing  environments.  

The Strategic leaders’ vision/mission shows the desired goals and expected future and 

provides guidance for the firm and its members to achieve them. Strategic leadership is 

reflected by the degree to which employees are communicated to and understand. In 

the  study,  Vision  /mission  focuses  on  the    ability  to  create  and  anticipate  the  future. 

Process  includes  the  ability to  communicate  vision,  align  allocation  of  internal 

resources to cope with external opportunities. Integrity is aimed at empowering people 

and creating trust and loyalty to the organization. 

In  other  words,  strategic  leadership is  focuses  on  the  executives  who  have 

overall  responsibility  for  an  organization  - their  characteristics,  what  they  do,  how 

they do it, and particularly, how they affect organizational outcomes. These strategic 

leaders are described as TMTs.  TMTs are defined as all the managers identified by 
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the CEO as belonging to the TMT, inside board members, all managers at the vice-

president  level  and  higher,  the  two  highest  executive  levels  and  all  founders  of  the 

organization  (Finkelstein  and  Hambrick, 1996:  122).  In  this  research,  strategic 

leadership is studied in terms of demographic variables in two  components: 1) The 

top  executives’  profiles such  as  educational  background,  age  and  work  experience, 

communication,  articulation,  personal  management  style,  role  model  or  icon  of 

organizational  success,  and  other  administrative  variables  such  as  executive  team 

tenure, locus of control and power and 2) The investigation of the interrelationship of 

the  top  executives  in  the  terms  of    wisdom  -  able  to  create  visions/mission  of  the 

future and pursue them; process - communication ability to cascade down or align to 

lower  level  of  the  organization,  and  commitment;  and  integrity  -  demonstrates  to 

others  that  they  are  worthy  of  trust,  does  not  operate  on  hidden  agendas,  frank  and 

honest; able to give bad news astute use of power, this will also be reflected in staff 

loyalty to organization. The survey of managerial and staff employees’ perceptions of 

their TMTs were explored. 

4.5.3.1  Vision/Mission:  

Mission  statements  can  and  do  vary  in  length,  content,  format  and 

specificity.  Most  academicians  and  practitioners  of  the  strategic  management  field 

viewed that an effective statements exhibits nine characteristics of components. This 

is due to the mission often being the most visible and public part of the corporation’s 

value expression, so it is important that it includes all of these essential components 

(David, Fred 2003: 69-69). The nine components are: customers (who are the firm’s 

customers?);  product  or  service  (what  are  the  firm’s  major  offerings?);  markets 

(geographically,  where  does  the  firm  compete?); technology  (is  the  firm 

technologically  current?);  concern  for  survival,  growth,  and  profitability(Is  the  firm 

committed  to  growth  and  financial  soundness?);  philosophy  (what  are  the  basic 

beliefs,  values,  aspirations,  and  ethical  priorities  of  the  firm?);  self-concept  (what  is 

the  firm’s  distinctive  competence  or  major  competitive  advantage?);  concern  for 

public  image  (is  the  firm  responsive  to  social,  community,  and  environmental 

concerns?), and concern for employees (are employees a valuable asset of the firm? 

(Fred,1999,  2003).These  nine  components  will  be used  as  the  criteria  to  justify  the 

corporate mission. 
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In  the  study,  the  statement  by  Norkun  Sitthiphong,  Chairman  of  the 

Board  of  Directors,  and  Prasert  Bunsumpun,  President,  Chief  Executive  Officer, 

Director, and Secretary of the Board of Directors  of  PTT  Public  Company,  is  given 

below.  The statement has been taken from the company’s annual report for the year 

end of 2008. PTT has declared their corporate vision/mission statements clearly as the 

PTT  Group’s  Vision  “Thai  Premier  Multinational  Energy  Company”.  The  intended 

strategy is for everyone in the company to have the same direction. The top executive 

team outlined their political point of view: “Our view for vision is to be an integrated 

energy  company,  to  go  international,  to be  the  owner  of  resources;  the  vision  is 

derived from the management team, and is pushed by our CEO, and endorsed by the 

board of directors” (SEVP, interviews, June, 2009) 

PTT  Group  Mission,  The  Company  Has  Been  Stated  Their  Mission 

Through the Following Statements: 

1)  To  the  country  Ensuring  long-term  energy  security  by  providing 

sufficient high quality energy supply at fair prices 

2)  To  society  and  community  Being  a  good  corporate  citizen  to 

protect environment and improve quality of community life  

3)  To  shareholders  Conducting  a  profitable  business  leading  to 

sustainable growth while providing optimum returns to stakeholders 

4)  To  customers  Ensuring  customer  satisfaction  by  delivering  high 

quality products and services at fair prices 

5)   To  business  partners  Conducting business  with  partners  at  a  fair 

and  arm’s  length  basis  promoting  synergy  and  coordination,  creating  capability  and 

efficiency in long-term business partnership 

6)  To employees Providing supporting capability building in professional 

conduct, ensuring employees’ well-being to be comparable to other leading companies 

Further, their commitment to the company was also communicated by 

the CEO: 

   We  need  to  articulate  this  idea  through  the  whole  organization.  We 

need to communicate the concept methods of this idea, thinking. At present, I believe 

it  is  cultivated  in  our  work,  our  spirit  because  PTT  has  a  “rolling  plan”.  The 

management  has  a  vision,  mission,  corporate value,  core  value  and  belief  about  we 
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would like to become. We will communicate here and there, the employees know, we 

will  work,  we  will  become the  ‘Thai  Premier  Multi  National  Company,  In  the  past, 

we  were  the  PAT  (Petroleum  Authority of  Thailand),  now  we  are  PTT  Public 

company, and are a local company, the message to be sent to all staff is that we will 

become a “Global Player”. Local is not enough, we have to say we will be in the Top 

100 of Fortune. Size is big, and that is the target that we would like to walk towards 

(Prasert Bunsumpun, CEO,  PTT, July 2009).  

According  to  Campbell  and  Nash (1992:  32-33),  vision  concept  has 

two main concerns. One is a vision begins to lose its power when it is achieved. It is 

no longer a driving force for action and the organization can begin to lose direction. 

The other is that if a vision is too ambitious, say, it is unlikely to be achieved in the 

next five to ten years, it will lose its power to motivate and stimulate. It becomes too 

unrealistic.  Obviously,  according  to  the above  survey,  PTT’s  vision  is  highly 

ambitious, and very aggressively. 

“As  mentioned,  we  will  become  The  Premier  Multi  National 

Company,  we  will  be  ranked  within  the  Top 100 of Fortune. Thai people should be 

proud, and we will be an integrated energy company, doing business from upstream to 

downstream for oil and gas, petrochemical and through the new energy”  (Interview, 

2009). Today, during the writing of this paper, the announcement of PTT’s ranking is 

118 (Fortune 500, July 2009). 

PTT Group Values 

Given  the  corporate  values,  PTT  has  focused  on  six  key  words: 

Synergy;  Performance,  Excellence,  Innovation,  Responsibility,  Integrity  &  Ethics, 

and Trust & Respect. 

This cultural values was reflected in PTT’s top management, as Prasert 

Bunsumpun, President and CEO (Annual Report, 2008) emphasized, “If  PTT was a 

person, three decades of existence should give rise to able-bodied men or women with 

optimistic  views  for  the  future,  recognizing  the  mission  to  secure  Thai  Energy  for 

Thais, PTT personnel do not limit their perspectives to the future of the organization, 

but  rather  define  a  balanced  and  optimized  management  direction  with  benefits  to 

Thai society and the Kingdom. Such is the difference that PTT has cultivated as the 

national energy company.” 
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However,  many  people  are  confused  about  the  difference  between 

vision and mission. In general, organization’s mission is more associated with a way 

of behaving. It addresses an organization's purpose at the present time, and what the 

organization  is  and  its  reason for  existing,  whereas  vision  is  more  associated  with  a 

goal.  It  is  a  very  future-oriented  a  forward-looking  view  of what  the  organization 

wants to become (Vision –what would you like to become?). Mission - what  business 

are you in?); moreover, a vision is not a mission. To state that an organization has a 

mission is to state its purpose, not its direction (Porter,1979; Harrison and John, 2002: 

51;  Nanus,  1992:  31;  Campbell  and  Nash,  1992:  12-3).    Strategically  speaking,  the 

workflow  process  of  how  to  achieve  the  destination  has  also  been  addressed  clearly 

through various inquiries. According to the CEO, 

“In order to achieve that goal, we have strategic business units. What 

we  can  do,  we  will  chat,  talk  about,  plan  together,  and  work  on  a 

strategic move. We have 5-year plan that means how much do we need 

to  invest?  How  much  for  petrochemicals?  How  much  for  refinery? 

How much for the oil sector? What are we going to do for the trading 

business?  How  about  the  gas  business,  the  pipeline?  Do  we  need  to 

construct  new  gas  separation  plant?  Any  expansion  of  the 

petrochemical  plan?  From  the  international  perspective,  what  is  our 

target  area?  In  what    business?  How  about  investment  cost?  How 

about sources of funds? And all of these, what are the key indicators? 

governance,  financial  ratio,  the  risk of  debt  increase  (net  profit  per 

equity,  over 2:1)? If it is too high a risk, we’re  probably facing the 

issue of funding. If we are doing it wrong, then we’ll be gone. That is, 

we  probably  think  beyond  our  capability,  overestimation,  not  self-

sufficiency,  no  risk  protection,  and  we’ll  be  probably  be  out  of 

business”.   

  Regarding  PTT’s  human  resources  development,  the  top  management 

considered  this  element  as  one  of  the  key  success  factors  reflected  in  staff 

development,  starting  from  day  one  of  recruitment  through  to  career  development. 



132 

 

 

Moreover, as relates to creating the competitive advantage through gaining trust from 

creating customer satisfaction is stated in PTT’s annual report (2008), ‘Excellence in 

services  performed  to  international  standards  to  maintain  competitive  advantage, 

encompassing all aspects of aviation fuelling, integrating competent employees with 

modern technologies to ensure that we can deliver beyond customer satisfaction and 

maximize shareholder returns while being socially and environmentally responsible.’ 

  From the above data obtained from in-depth interviews and survey, the 

conclusion on PTT’s Mission Statement are summarized in Table Case 1.4 

 

Table Case 1.4  Evaluation Matrix of Mission Statements of PTT 

 

Mission Element Statements Evaluation 
Customers Ensuring  customer  satisfaction  by  delivering  high 

quality products and services at fair prices  
Yes 

Product/services High quality energy supply at fair prices Yes 
Markets Not stated in Mission, only stated in vision as to be 

Thai Premier Multinational Energy Company; that is, 
to be global 

Yes 

Technology Not stated No 
Concern  for  survival, 
Growth, Profitability 

Conducting a profitable business leading to 
sustainable growth while providing optimum returns 
to stakeholders 

Yes 

Philosophy Ensuring  long-term  energy  security  by  providing 
sufficient high quality energy supply at fair prices  

Yes 

Self-concept Conducting business with partners at fair and arm’s 
length basis promoting synergy and coordination, 
creating capability and efficiency in long-term 
business partnership 

Yes 

Concern  for  public 
image 

Being a good corporate citizen to protect environment 
and improve quality of community life of the 
communities  

Yes 

Concern  for 
employees 

Providing and supporting capability building in 
professional conduct, ensuring employee’s well-being 
to be comparable to other leading companies 

Yes 

 
 

4.5.3.2  Process (Communication ability and Alignment) and Integrity: 

Another  dimension  related  to  how  their  vision/mission  is  put  into 

action, this was done through the process and alignment within the management team 

and  staff.  Employee’s  attitude  is  a  measurement  to  evaluate  the  vision  of  strategic 

leaders.  Without  vision,  strategic  leaders cannot  lead  people  in  the  same  direction. 

Therefore,  good  vision  must be  communicated  to  followers.  If  they  understand  the 
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vision/mission  statement  clearly,  then  they  can  take  action  and  allocate  resources  to 

achieve  the  destination.  Therefore,  employees’  attitude  to  this  component  is  very 

important.  The  researcher  has  developed two  cross-checked  viewpoints  of  their 

strategic leadership based on executives and employees’ attitudes.  

1) The Executives’ Attitudes towards the Strategic    

      Leadership Survey  

With  regards  to  attitudes  about  their  strategic  leaders,  the 

survey (see more details: Table Case 1-A4, statements 8 through 13) showed that the 

top  executive  team  (TMT)  are  quite  conservatives.  For  instance,  almost  half  of 

executive’s  respondents  disagreed  and  strongly  disagreed  that their  TMT  are  risk 

takers (statement 8, 9, 10); moreover, over half (53%) of the management was mostly 

agreed  that  their  top  executives  encourage  the  development  of  innovation  and 

marketing  strategy  (statement  11).  In  addition,  respondents  were  mainly  agreed  that 

top executive management have articulated a clear vision/mission to them (statement 

13).  When  asked  whether  top  management  like  to  implement  certain  plans  or  not 

(statement  12),  the  findings  show  that  there  is  a  distributive opinion  of  TMTs  in 

implementing the predetermined plan. This implies a gap between the problem of plan 

and real action and that some functions need more dynamic and flexible plans such as 

marketing and sales. Some need a certain, identified plan such as finance/accounting, 

production,  and  IT.  This  matches  the  strategic  intent  and  realized  strategy  that 

Prahalad  and  Hamel  postulated.  Intended  strategy  means  the  original  strategy  that 

management  plans  and  intends  to  implement.    Meanwhile,  the  realized  strategy  is 

defined as the actual and eventual strategy that management implements. The realized 

strategy often differs from the intended strategy because unforeseen environmental or 

organizational  events  occur  that  necessitate  modifications  in  the  intended  strategy 

(Prahalad  and  Hamel,  1989;  Mintzberg, and  Quinn,  1996:  41-45;  Hill  and  Jones, 

2001:  28-29).  Perhaps,  this  is  also  in-line  with  the  in-depth  interview  with  Top 

Executive Director of PITI: 

 

“Over my work of more than 20 years in here, I believe, PTT’s issue is 

that the management should have more time for management strategic 

thinking. Management must have the capabilities, more time to do their 
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strategic thinking rather than operations, and this is because they have 

time pressures.” In addition, related to human resource management is 

recruiting the management team. “For the new recruitment, I personally 

view that the company should select those who have some experience, 

especially  in  taking  the  role  of  management  rather  than  just  graduates 

from bachelor’s and master’s degrees without any experience. At least, 

they  must  pass  the  operation,  the management  will  translate  into 

action.”. Also, it was also emphasized that some conclusions related to 

a gap between realized and intended strategy:  “Starting from the Board 

of Directors, CEO, and TMT, they should spend time over strategy to 

manage resources, people, money, and machines, assets and non-assets 

- assets in terms of money and machine as the physical assets, and for 

people or human assets as the knowledge base.” 

 

One issue that we cannot overlook in the survey is related to the 

problem  of  the  succession  of  senior  management  and  their  TMT’s  concerns.  Two 

concerns  were  raised:  strategic  leadership  in  action,  and  organizational  structure. 

These two, they believe affect the organizational effectiveness. One comments from 

an executive was “PTT’s strengths are in the petrochemical field, we have “gas-base, 

not oil-base”. This can also be viewed as a constraint as well; therefore, the strategy 

for  PTT  is  to  invest  in  building  the  infrastructure  team  to  support  assets  (gas)  and 

maximize value creation on this.  However, many things here constraining or limited 

by  the  organization  structure that  makes  management  (strategic  leaders)  unable  to 

spend  time  on  strategic  thinking  work,  as they  spend  too  much  time  on    operations 

focus.”  

When  looking  deeper  into  the  level  of  values  for  change,  it 

seems that due to PTT’s size is one of the issues; that is, it is hard to change quickly, 

as  voiced  in  the  executive’s  interview:  “I  believe  the  organizational  culture  in  PTT 

has  changed  a  little.  Only  the  entity  change  from  state-enterprise  to  the  public 

company. This is because we (PTT) emphasize that everything we do must not take 

any  advantage  of  our  nation  (for  instance,  tax  avoidance, society,  community 

concerns), we must take care of these stakeholders”.  Another reason  why the Thai 
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nation needs to move PTT from a state enterprise to be a public company is because 

the government has no resources, especially in financial terms. This was confirmed by 

one of the PTT founders. 

2)  Employees’ Attitudes towards Strategic Leadership 

In  the  survey  (see  Appendix,  Tables  Case  1-A5,  and  Case  1-A6), 

the total employee respondents surveyed numbered 127 cases, which was composed 

of  over  half  males  (51.2  %).  The  major  age  group  was  25-34  years  old  (45.7  %), 

followed by 35-44 years old (26.8%), and 45-54 years old (16.5 %). Additionally, half 

of  respondents  (50.4  %)  graduated  with  a bachelor’s  degree,  followed  by  master’s 

degree  or  above,  and  below  bachelor’s  degree  respectively.  In  addition,  there  was  a 

distributive work experience among the employees; that is, the majority of employees 

were  quite  young  with  small  work  experience  with  2-5  years  as  the  main  group 

(40.9%) and then less than a year (16.5%).  Moreover, one-third has over 10 years and 

the rest with 6-10 years. Almost a half (49.1%) have less than 5 years, followed by a 

equal  proportion  with  6-10  and  over  16  years  (28.9%).  The  rest  were  11-15  years 

(20%) and a few 11.8% (15 of 127) did not answer this question.  Over half (55.9%) 

were mainly in a supporting function (finance/accounting, IT, procedure, HR and so 

forth), followed by a quarter in production, marketing & sales, supply and logistics. 

The  rest  were  from  management  and  other  functions  (planning  analyst,  project 

engineers, geology, sub-surface geography). 

The  finding  showed  that  almost  95  %  of  all  the  employee 

respondents  agreed  and  strongly  agreed  that  the  organization  has  set  a  clear 

vision/mission  which  cascaded  down  to  them  (statements  1.1,  1.2),  and  this  was 

reflected  in  the  total  quality  management program  such  as  their  goal  and  work  plan 

development,  working  process  and  responsibility  (statements  1.3,  1.4,  1.5,  1.6). 

Nevertheless,  some  showed  slight  concern  about  the  sufficiency  of  resources  in 

facilitating  the  quality  program  (statements  1.7,  1.8),  as  well  as  the  structure 

(statement  1.9).    Employees’  attitudes  towards  strategic  leaderships  can  also  be 

reflective, that was quite clearly indicated by the fact that almost 70% to 80% agreed 

and strongly agreed that the top executives are icons of the organization’s success or 

role models, and act as committed to organization values and cultures (statement 1.10, 

1.11, 1.12).  
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Vision  and  mission  is  also  a  factor  affecting  the  style  of 

operating  in  the  organization  because  strategic  leaders  have  to  think  strategically, 

transform,  and  have  their  strategies  cascade  down  into  more  concrete  policies  and 

plans;  for  instance,  creating  good  relationships  with  customers  is  the  everyone’s 

responsibility  (statement  1.13). This  translated  very  strongly  as  almost  82%  agreed, 

and  rather  strongly  agreed.  Moreover,  vision  and  mission  is  also  reflected  in  the 

organizational  structure  has  well  supporting  the  operation,  the team  being  self-

autonomous  in  decision-makings,  with  the information  system  efficiently  utilized 

(statement  1.14,  1.15,  and  1.16).  The  employees  strongly  agreed.  Moreover,  the 

survey of the strategic leadership of the PTT as relates to the process of putting the 

vision/mission  into  practice  was  also  explored.  According  to  the  survey  (see  Table 

C1-A7), relating to employees’ work efficiency, over 90% agreed and rather strongly 

agreed  that  their  roles  and  responsibilities  are  clear  and  link  to  their  work  to  the 

organization’s  success  (statement  2.1,  2.2).  They  mainly  agreed  they  demonstrated 

their  initiatives  for  work  efficiency,  with  organization  support  (statements  2.4,  2.5). 

Statement  2.3  demonstrated  that  they  mostly  agreed  that  they  understood  their 

supervisors’ expectations.  In terms of integrity and loyalty to the firm, over 95.6% of 

employees  strongly  demonstrated  their  pride  for  the  organization’s  reputation, 

recommending by word-of-mouth, having a work preference, and being confident in 

the  firm’s  future  even  though  some  (one-fifth)  demonstrated  their  willingness  to 

change their current work (statement 3.4). 

Summary of Strategic Leadership 

From the above findings, the conclusions on strategic  leadership 

component are shown in Table Case 1.5 Strategic leadership in the PTT group overall 

is very strong and TMTs have a quite conservative managerial style in the view of the 

executives, and are viewed as an icon or role model of the organization’s success by 

staff.  Articulation  of  the  vision/mission among  the  executive  team  and  staff  is  very 

clear and working through to their work in the certain degree effectively 
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Table Case 1.5  Summary of Strategic Leadership towards the Organizational   

                           Effectiveness of PTT Group 

 

Strategic Leadership 
Impact of each company to Organizational 

Effectiveness 

Alignment Level 

Assessment 

1.Vision/mission +Has vision/mission/core value statements, formulated 
by TMT, BOD, and staff 

+Covers mainly of all dimensions such as 
products/services, financial growth, public images, 
employees, community and nation support. 

+Assessed by managerial teams as strongly agreed in 
strategic leadership 

+ Assessed by employees as clear articulation, the top 
executives as the icon/role models for success, and 
committed to organization values and cultures. 

High 

2.Process/ Alignment 

-Corporate policy 

-Employee’s work  

Efficiency 

 

 

3.Integrity 

-Staff’s loyalty to 

organization 

+Viewed by other executives, and employees’ attitudes 
were mainly agreed in transforming vision/mission to 
practice 

+TMTs are not the financial risk seekers, prone to 
conservative style, spending with care 

+The highest frequency of employees’ attitude to 
alignment is clear vision cascading down all levels,  

+Creating good relationship with customers is 
everyone’s responsibility. 

+Clear in role and duty 

+Highly loyal to organization 

-Quality development, HR’s role to all has more rooms 
to be improved.  

-Concerns also reflected in sufficient resources and 
levels of knowledge, current structure in supporting 
quality development program 

Moderate and 

rather-to  High 

.    

This  shows  the  transformation  of  vision/mission  to  policies  and  practices 

aligned  with  the  operations.  Additionally,  in  the  findings,  there are  some  concerns 

related to the translation of the quality development with some employees disagreeing 

with  the  current  practices,  human  resources  management,  and  structure  supports. 

There is a gap between the strategic intended strategy and realized strategy especially 
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in  the  strategic  leader’s  plan  and  their  action.    The  findings  are  summarized  in  Table 

Case1.5 

 

4.5.4  Strategic Action: Organization Structure 

Over  the  past  three  decades,  PTT’s organization  structure  has  become 

increasingly  complex  through  continual  differentiation  and  elaboration.  This  has 

resulted from the expansion of the company to a number of new fields and programs 

such  as  exploration,  petrochemical,  gas  and so  forth,  and  also  from  the  increasingly 

complex technology, which requires greater specialization. 

One  of  the  basic  trends  has  been  the vertical  elaboration  of  the  structure 

through the establishment of separate product line companies which are composed of 

several  strategic  business  units  and  product  divisions.  Figure  Case  1.1  shows  the 

corporate  headquarters  structure  of  the PTT  Group  and  the  major  strategic  business 

units (SBU). Because of the great diversity of business units, it would be impossible 

to  set  forth  a  single  structure  to  represent  the  group. At  the  top  of  the  PTT’s 

organization  chart  is  the  CEO  and  President,  followed  by  senior  executive  vice 

presidents (SEVP), executive vice president (EVP), division and department, and so 

forth. Moreover, at the top of the organization chart is the Board of Directors which 

consists  of  four  committees:  Audit  Committee,  Remuneration  Committee,  Nominating 

Committee and Corporate Governance Committee. The CEO& President manage PTT 

through 14 committees (PTT, Annual Report, 2008: 82). 
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Figure  Case 1.1  PTT’s Organization Chart  

 
139 

 

 



140 

The PTT organization chart is presented as a strategic business unit structure, 

or divisionalized form which relies on the market basis for grouping units at the top of 

the  middle  line  (Mintzberg,  1993:  280-281; Robbins,  1990:  305).  It  is  composed  of 

two  main  functional  lines,  upstream  petroleum  &  gas  business,  and  downstream 

petroleum  business  groups.  As  the  organization  comprises  multiple  businesses,  each 

strategic business unit (SBU) or each division will have its own strategy that defines 

the  products  or  services  offered,  the  customers  it  wants  to  reach,  and  the  like  as 

illustrated  in  Figure  Case  1.1.  This  is  in  line  with  what  Robbins  mentioned,  that  an 

organization with diverse business strategies should be expected to have a variety of 

structural  configurations;  that  is,  management  will  design  structures  to  fit  with  the 

different strategies (Robbins, 1990: 123-124). 

There is only one big group under the business level strategy for the upstream 

petroleum  &  gas  business,  and  basically  involved  with  natural  gas  business.  For 

downstream  petroleum  business  groups,  there  are  three  business  units:  Oil, 

Petrochemicals & Refining, and International Trading Groups.  Besides these two big 

business unit groups, PTT has also designed another three corporate units: Corporate 

Strategy  &  Development  (corporate  strategy  &  corporate  business  development 

subunits) Corporate Finance & Accounting, and Corporate Support Group (corporate 

human  resources,  and  office of  corporate  legal  subunits)  to  handle  administrative 

issues. 

Figure Case 1.1 presents a general picture of the divisionalized form of PTT 

group.  The  structure  works  best  with  a “machine  bureaucracy  structure”  in  its 

divisions, and this structure works well with the broad environmental dimensions of 

stability and complexity (Mintzberg’s configuration, 1993: 216-252).   In reality, the 

structure  is  continually  evolving  and  changing  to  meet  new  program  requirements, 

changing  technologies,  and  environmental  influences.  For  instance,  regarding  the 

concerns  on  pollutant  emissions  (e.g.,  sulfur  content,  aromatics,  etc.),  the  company 

needs  to  fine  tune  and  develop  the  products  to  cope  with  this  (e.g.,  Euro  IV)  or 

renewable  energy  products.    PTT  has  a  multi-company  structure  within  the  big  one 

and  small  ones;  that  is  the  headquarters  and  program  efforts  in  the  operating 

companies (e.g., PTTEP-exploration and production,  PTTAR, TOP, iRPC, SPR, and 

BCP  refineries)  provide  both  stability  and  adaptability  in  the  organization.  The 
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corporate headquarters operates at the strategic level. The companies and divisions are 

primarily  concerned  with  specific  programs.  They  have  broad  autonomy  in  their 

operations and for the development of new programs.  When the company undertakes 

a  new  program,  it  can  make  changes  at  the  operating  company  and  division  levels 

without  upsetting  the  entire  structure.  This approach  provides  the  flexibility  that  is 

vital  in  a  dynamic  industry  (Kast  and Rosenzweig,  1985:  261-267).  In  addition,  to 

assess  the  effectiveness  of  the  conglomeration  of  the  PTT  Group,  it  is  necessary  to 

assess  what  actual  contribution  the  headquarters  makes  to  the  divisions,  or  SBU. 

Since  the  headquarters  function  of  control  is  supposed  to  be  performed  by  the  top 

executives  and  board  of  directors.  In  the next  section,  the  researcher  will  study  the 

impact of strategic leadership on organizational effectiveness. 

4.5.4.1  Strategic Leaders: TMT’s Executive Profiles Survey 

Strategic  leaders  refer  to  the CEO  and  TMT  of  the  organization, 

according to the human resources survey of the company for TMT, there are in total 

55 executives. Their personal backgrounds are summarized in Table C1-6.  Basically 

speaking,  all  of  them  graduated  from  university,  and  almost  all  of  them  hold  a 

master's degree, (70.9%). With respect to the field of study in bachelor degree, 77.6% 

graduated  in  Engineering/  Science  (petroleum),  13.7  %  in  Finance  and  Accounting, 

the  rest  in  Political  Science,  Marketing  &  Sales,  and  Law.  With  regard  to  master's 

degrees,  Engineering  dropped  to  44.2%,  then  followed  by  the  Management  /MBA 

fields at 34.6 %, and Finance/ Accounting at 9.6%.  Five of them graduated with two 

master's  degrees;  that  is,  mainly  from Engineering,  and  MBA.  There  are  eight 

individuals  who  graduated  with  doctoral  degrees  in  Engineering;  six  of  them  in  the 

engineering field, and the rest from chemistry. 

Presently,  the  CEO  &  President  of  PTT  is  very  well-known.  Mr. 

Bunsumpun  is  currently President, Chief Executive Officer, Director, and Secretary 

of the Board of Directors at PTT Public Company. Prior to joining PTT in 2003, Mr. 

Prasert  was  the  President  for  the  Oil  and  Gas  business  groups  in  the  Petroleum 

Authority  of  Thailand  (PAT).  For  the  next  year,  he  took  care  of  the  gas  business 

group in the same capacity. He performed as Senior Executive Vice President of Gas 

Business Group, PTT, for the period of 2001 to 2003. He currently sits on the board 

of fourteen PTT-related companies such as PTTEP, Thai Olefins, Aromatics, National 
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Petrochemical and Thai Oil. He holds an MBA from abroad (Utah State University, 

U.S.A)  and  other  qualifications  such  as a  Certificate  in  Advanced  Management 

Program  from  Harvard  Business  School,  The  Joint  State-Private  Sector  Regular 

Course from The National Defense College, Politics and Governance in Development 

System  for  Executive  Course  from  King  Prajadhipoks  Institutes and  Certificate  in 

Director Accreditation Program from the Thai Institute of Directors.  In addition, the 

CEO also has been praised by many institutions as one of the best strategic leaders, 

for instance, the prestigious Platt’s Global Energy Awards for CEO of the Year 2008. 

 

Table Case 1.6  Executive Profiles of the PTT Plc. (Headquarters) 
 

Education Background Frequency   Percent  

Overall  

Bachelor Degree 8 14.5 

Master Degree 39 70.9 

Doctoral Degree 8 14.5 

Total 55 100.0 

Field of Study in Bachelor Degree  

Engineering/Science 45 77.6 

Finance/Accounting 8 13.8 

Marketing & Sales 1 1.7 

Laws 1 1.7 

Political Science 3 5.2 

Total* 58 100.0 

Field of study in Master Degree  

Engineering 23 44.2 

Management/MBA 18 34.6 

Finance/Accounting 5 9.6 

Other 6 11.5 

Total* 52 100.0 

Field of study in Doctoral Degree  

Engineering 6 75.0 

Science (Chemistry) 2 25.0 

Total 8 100.0 

 

Source:  PTT’s HR Survey, 2009. 

In the survey, the TMT executive profiles of the PTT team considered 

age,  work  experience  in  the  current  position  (tenure),  and  total  working  experience. 
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The  findings  show  that  the  average  age  of  the  executives  is  56.1  years  old  with  a 

minimum of 47.01 and a maximum of 60.08 years old. The average number of years 

of  work  experience  in  the  company is  22.4  years  (min.  0.02  and  a  max.  32.11; 

standard  deviation  =11.32  years).  The  figures  of  age  and  work  experience  are  very 

relevant. For the TMT’s current position, the average number of years is 2.08 with a 

minimum  of  0.01  and  a  maximum  of  5.05  years.  There  are  large  gaps  among  the 

senior  executive  teams,  especially  young and  senior  executives.  In  the  company 

deploying  growth  strategies  to  diversify into  global  business,  the  TMT  should  take 

this factor seriously into account to be prepared for the successors and for knowledge 

exchanges as illustrated in Table Case 1.7. 

According  to  the  manpower  planning  survey,  PTT’s  employee 

headcount  as  of  December  31,  2008  stood  at  3,636  as  shown  in  Table  Case  1.8. 

Throughout the year, PTT carefully managed its manpower to align with its operation 

under  business  uncertainty,  with  a  focus  on  allocating  resources  where  significant 

value  supplementation  was  likely  or  where  continuing investment  was  needed. 

Besides  formulating  human  resource  plans  to  suit  business  circumstances,  PTT  has 

undertaken  a  plan  to  preemptively  develop  the  potential of  all  its  employees  and 

streamline  its  business  procedures.  “My  challenge  is  how  can  we  make  the  PTT  be 

sustainable in growth. Every organization has a life cycle, up and down, up and down. 

Our organization has been around for over 30 years and we are expecting to see our 

firm to grow along with and sustain the country Thailand; to achieve this mission, we 

therefore, need to focus on the organization management and continuing team work. 

My challenge within to the rest of the  2-year term is that we need to have a new team 

to keep things going.” (Prasert Bunsumpun, CEO,  PTT, July 2009). 
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Table Case 1.7   Descriptive Statistics of Strategic Leadership (Executive Profile of 

in  2008-2009) 

 

Descriptive Statistics  Age (years) 

Working Experience 
in the current 
position (tenure); 

(years) 

Experience in 
this Company 
(years) 

Professional 
Experience 
(years) 

min 47.01 0.01 
              

0.02   n/a 

max 60.08 5.05 32.11  n/a 
Average  56.09 2.08 22.40  n/a 

Sum 3085 1.60   1,232.00   n/a 

Standard Deviation  3.45 1.60 11.32   n/a 

 

There was also emphasis on the globalization concerns relating to the 

human resources management and cultural mix among the team work, “ In the past, 

our  organization has developed and grown, including both sales revenue and size. We 

are a fully integrated energy company, a strong company in the country, and we are 

expanding abroad. Then, in the future, we will be a global player, a global brand, we 

need to have a successor. We have to build, in really, we need to admit, if the firm is 

growing,  there  are  many  positions  available  and  the  opportunities  will  follow.  We 

need to have a talented team, we need to have a top team. And in reality, this team is 

recruited  from  within  the  organization  and the  subsidiaries.  In  the  future,  for  our 

diversification, this is probably not enough. In the next step, we will become a mixed 

culture,  not  just  a  talented  team  from  PTT,  Thai  Oil  and  so  forth,  not  only  Thai 

citizens,  but  also  we  will  have  Chinese, Indian,  and  Singaporean Citizens  join  the 

team.  For instance, PTT Exploration has taken over a firm in Australia and there are 

200 Australians. We bought coal mining in Singapore. These foreign staff have joined 

us  and  one  day,  these  capable  staffs  will  be  joining  our  top  team.  If  possible,  the 

current PTT staff have a chance, a good opportunity, but they need to have capable 

resources; otherwise, what I would like to see is probably impossible.”  

During  the  past  four  years,  PTT  has  expanded  its  business  with  total 

assets  in  2005  of  649,807  million  baht to  over  885,204  million  baht  in  2008  or  on 

average 9.1% per annum, and by the end of first half of 2009 1, 042,480 million baht. 

Whilst the manpower during the year 2005-2008 changed by +5.8%, 3.1%, and 2.6% 

respectively. As for the number of TMTs, there has been a slight increase in terms of 
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headcount  by  2.6  %  (53  persons  in  2008  vs.  48  persons  in  2005),  and  for  2008  this 

was increased by another two to 55. Also, in terms of the span of control during 2005-

2008, especially for the TMT level and middle management was quite stable around 

66.7-67.6%, and with the ratio of operations staff per management level at 2.1 which 

showed  a  theoretically  very  narrow  span  of  control.  However,  in  fact,  as  mentioned 

earlier, the PTT group has a multi-company structure as shown in Table Case 1.8 and 

it is probably needs more analysis. 

 

Table Case 1.8  Human Resources Management of PTT (2005-2008) 

 

Position 2005 2006 2007  2008

CEO, President 
  
1 

  
1 

   
1  

  
1 

COO, SEVP,EVP, CFO 
  

47 
  

48 
   
51  

  
52 

Director 
  

84 
  

94 
   

108  
  

112 

Division 
  

395 
  

395 
   

410  
  

420 

Department  -  -  -    - 

Middle management 
  

1,014 
  

1,046 
   

1,099  
  

1,157 

General staff 
  

1,709 
  

1,853 
   

1,876  
  

1,894 

Total Manpower 
  

3,250 
  

3,437 
   

3,545  
  

3,636 

Changes +/- (%)   5.8%  3.1%  2.6% 

Manpower     

Average manpower     

by Division Level 8.23  8.70  8.65  8.66 

by Department level - - -  - 

Top Management Team (TMT) 
  

48 
  

49 
   
52  

  
53 

manpower excluded TMT 
  

3,202 
  

3,388 
   

3,493  
  

3,583 

avg manpower of TMT level 
  

66.71 
  

69.14 
   

67.17  
  

67.60 

manpower excluded TMT & middle Mgt 
  

2,188 
  

2,342 
   

2,394  
  

2,426 

operations 
  

1,709 
  

1,853 
   

1,876  
  

1,894 

management level 
  

1,541 
  

1,584 
   

1,669  
  

1,742 

span of control 
  

2.1 
  

2.2 
   

2.1  
  

2.1 

 

Source:  PTT’s HR Survey 2009. 
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In  terms  of  the  total  group,  PTT and  its  related  businesses  has 

drastically  increased  during  2006-7  by  46.3  %,  and  adjusted  to  by  for  PTT  and  the 

affiliates by 2.3 %, and 8.8 % respectively as shown in Table Case1-9.  Although PTT 

changed  in  terms  of  manpower  planning,  its structure  has  still  clung  to  the  strategic 

business  units  structure.  Please  note  that  the  SEVP,  SVP  are  also  secondees  to  the 

subsidiaries  (secondment).  For  instance,  in  2008.  A  total  of  3,636  persons  were 

temporary  assigned  to  subsidiaries  271  (net  3,365  persons),  totaling  of  PTT  group 

7,989  persons.  To  somewhat  degree  the  span  of  control  ratio  of  PTT  group  will  be 

(operation/management  =  6,247/1,742  =  3.59),  or three  to  four  staff  per  manager. 

However, the narrow span creates high vertical differentiation and a tall organization.  

Tall  structures  provide  closer  supervisor and  tighter  “boss-oriented”  controls,  and 

coordination  and  communication  become  complicated  because  of  the  increased 

number  of  layers,  whilst  the  wide  span  creates  a  flatter  organization  and  leads  to 

higher organizational effectiveness (Robbins, 1990: 88-89).  

 Since PTT’s head count especially for the number of middle managers 

(1,014, and 1,158 persons in 2005 and 2008 respectively) which has been increasing 

every year, to diversify or expand to other related businesses is one way in order to 

climb up to the upper echelon; otherwise, there is no motivation. 

 

Table Case 1.9  Manpower (number of head counts) changed of PTT Group 

 

unit:Persons 2005 2006 2007 2008 

Business PTT 
PTT 
Group PTT 

PTT 
Group PTT 

PTT 
Group PTT 

PTT 
Group 

Gas 963  -  1057  -  1108  -  1162  - 

Oil 1302  -  1239  -  1254  -  1234  - 

Petrochemical & Refining  51  -  64  -  75  -  70  - 

 (1) (2) (1) (2) (1) (2) (1) (2) 
Support Staff/ Secondees to 
PTT Affiliates 840  92  824  251  851  256  899  271 

      (3)    

Subsidiaries & Jointly 
controlled entities  -  

       
4,687   -  

        
4,768   -  

          
7,086   -  

        
7,718  

Total 
   

3,156  
  

4,779 
  

3,184 
  

5,019 
  

3,288 
   

7,342         3,365  
  

7,989 

changed by year (YOY)      0.9%  5.0%  3.3%  46.3%  2.3%  8.8% 

         

Note:  1) excluded PTT secondees           
           2) included PTT secondees           
               3)  included PTT Related business' employees, with company formation of May 25,2007 
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Since PTT’s head count especially for the number of middle managers 

(1,014,  and  1,158  persons  in  2005  and  2008  respectively)  which  is  being  increased 

every  year,  to  diversify  or expand  to  other  related  business  is  one  way  in  order  to 

climb up to the upper echelon; otherwise, there is no motivation. 

4.5.4.2  Organizational Structure Analysis 

Given  the  findings,  management  need  to  reevaluate  how  well  the 

strengths and weakness of the current structure fit both the intended strategy and the 

potential  opportunities  and  threats  in  the future  environment.  The  following  study 

related  to  internal  environment  especially in  organizational  structure,  which  can  be 

classified into three dimensions: complexity, formalization, and centralization. 

1)  Complexity 

Complexity refers to the degree of differentiation that exists 

within an organization which can be studied in the following three sub-dimensions: 

 (1)  Horizontal  differentiation  considers  the  degree  of 

horizontal  separation  between units  based  on  orientation  of  members,  the  nature  of 

the  tasks  they  perform,  and  their  education  and  training.  Since  PTT’s  division 

structure  has  much  diversity  in  functional  units  to  support  the  business  units,  the 

horizontal differentiation is rated- high. 

 (2)  Vertical  differentiation  refers  to  the  depth  of  the 

organizational  hierarchy  or in  the  structure.  Differentiation  increases,  and  hence 

complexity,  as  the  number  of  hierarchical  levels  in  the  organization  increases.  In 

short, the more levels that exist between top management and operatives, the greater 

the  potential  of  communication distortion,  the  more  difficult it  is  to  coordinate  the 

decisions of managerial personnel and the more difficult it is for strategic leaders to 

oversee  the  actions  of  operatives.  As  shown  in  Tables  Case  1.8,  and  Case  1.9,  the 

narrower span of control (in 2008, the number of operations per management = 2.1) 

creates high vertical differentiation and a tall organization (Robbins, 1990:87-9). The 

vertical differentiation is rated as high. 

 (3)  Spatial differentiation refers to the degree to which the 

location  of  an  organization’s  facilities and  personnel  are  dispersed  geographically. 

PTT’s operations have dispersed from domestic to overseas. The evaluation was rated 

as high. 
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Table Case 1.10  The Complexity of Organization Structure of PTT Group 
 
 

Complexity Reason of assessment 
Level of 
complexity 

Horizontal 
differentiation 

1.Number  of  official  job  titles  different  units  in  divisional 
business  units  such  as  oil,  gas,  petrochemical,  via  upstream 
and downstream in value chain and supporting functions 

High 

Vertical 
differentiation   

2.  Depth  in  the  structure  which  is  measured  by  number  of 
divisions and subunits; or Number of hierarchical levels from 
the  top  to  the  lowest  levels  of  the  organization.    A  multi-
company with many strategic business units 

High 

Spatial 
differentiation 

Since the location is mainly dispersed geographically in both 
domestic (Thailand) and overseas operations. 

High 

Specialization High  specialization  due  to  the  nature  of  integrated  business 
units,  grouping  of  activities  performed  by  an  individual,  the 
work  typically  done  by  engineer,  quite  sophisticated  and 
expensive methods.   

High 

 

In sum, an increase in any one of these factors will increase an 

organization’s  complexity.  The  conclusions can  be  summarized  as  shown  in  Table 

Case 1.10 

2) Formalization  

Formalization  refers  to  the  degree  to  which  jobs  within  the 

organization are standardized and the extent to which employee’s behavior is guided 

by  rules  and  procedures  (Robbins,  1990:  93,  Robbins  and  Coulter,  2003:  263, 

Mintzberg,  1979).  Formalization  is  also  defined  as  the  extent  to  which  rules, 

procedures,  instructions,  and  communications  are  written  (Pugh,  et  al.,  1968:75; 

Robbins,  1990:94).  High  formalization  will  be reflected  in  explicit  job  descriptions, 

lots of organizational rules, and clearly defined  procedures  covering work processes 

in organizations. The formalization is low; employees’ behavior would be relatively 

nonprogrammed.  Such  jobs  would  offer  staff a  great  deal  of  freedom  to  exercise 

discretion  in  their  work.  Hence,  formalization  is  a  measure  of  standardization.  This 

standardization not only eliminates employees’ engaging in alternative behaviors but 

removes  the  need  for  staff  to  consider  alternatives  (Robbins,  1990:  93).  When 

considering the safety and controls related to rules and regulation, as the leaders in the 

energy group, PTT have demonstrated a high professional degree in safety concerns; 

for instance, in security management. One example (except from Annual report, 2008: 

140, related to security management) is that the recent domestic unrest has reminded 
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PTT of the criticality of security, the threats of which could be detrimental to PTT. As 

a result, the company defined the following measures for systematic management. 

(1)  Additional security measures included the detection of 

explosives  in  all  vehicles  entering  or  leaving  sites  or  plants;  close  monitoring  of 

intelligence  from  relevant  agencies;  installation  of  high-efficiency  access  control, 

including  the  accuracy  of  headcounts  of  those  entering  or  leaving  sites  during 

ordinary  and  emergency  periods.  At  the  Rayong  gas  separation  plant  (GSP),  an 

Access  Control  with  Finger  Scan  system  is  now  in  use  for  process  plants  by  plant 

personnel and external parties alike; institution of control plans in case of protestors 

blocking the entrance to GSP; and installation of efficient closed-circuit TVs to cover 

all areas. 

(2)  Policy  announcement  and  security  management 

requirements to frame clear work performance and name relevant officers (executives, 

the rank and file, and wage earners) to jointly take care of security of lives and PTT 

assets. 

(3)  Preparation  of  security  alert  levels  and  security 

guidelines  for  use  by  all  to  communicate, assesses,  and  applies  in  accordance  with 

security  alert  levels  appropriately  and  efficiently.  Recognizing  the  criticality  of  the 

cooperation of all executives and the rank and file to efficient security management, 

the Company stressed the cultivation of security awareness through the issuance of a 

personal security manual for use as basic information in warding off personal threats. 

(4)  Emergency  drills  for  acts  of  sabotage  and  bomb 

retrieval at PTT Head Office and installations nationwide through close coordination 

with public agencies and relevant agencies in each area. 

Besides, the PTT Group has also received many awards related 

to  quality  and  safety  health  and  environment  (QSHE);  for  instance,  2008  Thailand 

Quality  Class  (TQC,  TPM  Awards  for  Excellence  in  Consistent  TPM  Commitment, 

conferred  by  the  Japan  Institute  of  Plant  Maintenance  (JIPM),  National  Outstanding 

Business  Operator  in  Safety,  Occupational  Health,  and  Work  Environment  Awards  

(Annual Report, 2008). 

Additionally,  in  the  survey  (refer  to  Table  Case  1.6A,  statements 

1.14,  1.15,  1.16),  the  employees’  attitudes  towards  the  organizational  structure  for 
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facilitating  the  firm’s  operations  somewhat  agreed  and  strongly  agreed  (totaling  90  %). 

Moreover, the PTT Group is a public company registered in the stock exchange, with 

the rules and regulations and reporting in strict in compliance with the SET, including 

standard  operating  procedures  for  working  in  process,  refinery,  exploration  & 

production such as manuals. Rules and regulations are still stringently controlled and 

standardized. The degree of formalization was assessed as high.  

  3)  Centralization 
Centralization is concerned with the dispersion of authority to 

make  decisions  within  the  organization,  not  geographic  dispersion  (Robbins, 

1990:104-105). As regards this, according to Table Case 1.6A, the survey (item 1.15) 

showed that almost 80% of the employees viewed that they agree and strongly agree 

in demonstrating their decision-making with very few disagreeing.  

In  sum,  from  the  finding,  it  is  obvious  that  PTT  has  high 

formalization, complexity and moderate-to high of centralization.  

 

Table Case 1.11  Summary of the Contingency Variables affecting PTT’s    

                             Organization Structure 

 

Dimensions of 
organizational 
structure 

Finding variables that affect PTT’s organizational 
structure 

Assessment Level 
Characteristics of 
structure 

Complexity Horizontal differentiation, and specialization-high, and 
vertical and spatial-low 

High 

Formalization Safety, security stringently controlled, have procedure, 
rules and regulation, Corporate Governance  

High 

Centralization The critical issues, risk management, and financial 
management are centralized for the group, except, the 
SBU, decentralized. 
Finding survey shows, some degree in liberalized in 
decision-making among the employees. 

Moderate-to-high 
 

 

In  the  dynamic,  unpredictable  environment  of  the  energy 

industry, PTT’s structure is not consistent with the prediction of Burns and Stalker’s 

of  an  organic  structure  characterized  by flexibility  and  adaptability  (Burns  and 

Stalker,  1961).  The  current  structure  of  PTT  is,  in  fact,  in  line  with  Mintzberg’s 

configuration  in  terms  of  its  “divisionalized  form”,  that  is,  the  prime  coordinating 

mechanism  in  the  divisionalized  from  is  the  standardization  of  outputs,  and  the  key 
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design  parameter  is  the  performance  control  system  (Mintzberg,  1993:  218).    The 

divisionalized  form  relies  on  the  market  basis  for  grouping  units,  and  calls  for  a 

decentralization  of  the  parallel  limited  vertical  variety.  In  fact,  divisionalized 

structures can turn out to be rather centralized in nature. The headquarters allow the 

divisions  close  to  full  autonomy  to  make  their  own  decisions,  and  then  monitor  the 

results of these decisions. Moreover, the key part of the organization is the middle line 

(or  SBU)  as  this  structure  is  suitable under  the  conditions  of  relatively  simple  and 

stable,  diversified  markets,  and  this  will  lead  to  organizational  effectiveness 

(Mintzberg, 1993: 280-281).   

According to the above analysis, the findings of the relationship 

of environment and organizational structure of PTT can be summarized as shown in 

Tables Case 1.12, Case 1.13. When considering the research findings of the impact of 

all environmental variables on the organizational structure of PTT, they do not have 

strong enough influence on all structural dimensions (only complexity, and somewhat 

in centralization (limited decentralization). In addition, the real current structure was 

close  to  a  divisionalized  form  instead  of the  adhocracy  as  predicted  by  Mintzberg. 

Therefore, the environment does not seem a major condition affecting PTT’s structure 

in this regard, and will lead to a sub-optimization of organizational effectiveness. 

 

Table Case 1.12  Summary of Predicted and Real Structural Characteristics of PTT 

Under Unstable and Unpredictable Environment of PTT’s Executives 

by Burn & Stalker 

 

Variables 

Predicted structural 
characteristics of firm 
according to Burn & 

Stalkers' 

Real structural 
characteristics of the firm 

Environment 
Unstable and 
unpredictable   Unstable and unpredictable  

Organizational Structure Organic  Mechanistic  
Formalization Low High 
Centralization Low moderate to rather high 
Complexity  Low High   
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Table Case 1.13  Summary of Predicted and Real Structural Characteristics of PTT 

Under Unstable and Unpredictable Environment by Mintzberg 

 

Variables 
Predicted structural 
characteristics of firm 
according to Mintzberg 

Real structural 
characteristics of the  firm  

Environment Dynamic and Complex  Dynamic and Complex 

Structure Adhocracy Divisionalized Form 

Formalization Low High 

Centralization Low Moderate 

Complexity  High High   
 

4.5.5  Relationship of Strategic Stance–Environment-Structure 

As mentioned in the literature review, in this research study, Miles and Snow's 

framework  is  applied  for  the  study  because  the  most  important  research  on  the 

strategy-structure  relationship  has  been strongly  proven  and  undertaken  by  this 

framework (Miles and Snow, 1978; Robbins, 1990; Tippawan Lorsuwannarat, 2003). 

In  the study of PTT in this aspect, TMT gave the following viewpoint: 

 

“We  assessed  our  organization  as  an  analyzer  and  not  a  prospector 

because  this  business  does  not  change  rapidly.  We  have  two 

fundamentals. First, as a state enterprise, we cannot change too quickly, 

we  are  quite  conservative.  The  other  view  is  that  of  the  private 

enterprise, which needs to be more innovative and dynamic to a certain 

degree.” (Interview, May, 2009) 

 

The strategy can be classified as an analyzer strategy according to Miles and 

Snow  (1978)  because  PTT  seeks  to  minimize  risk  and  maximize  opportunity  for 

profit.  Theoretically speaking, prospectors are the ones who have strengths in finding 

and  exploiting  new  product  and  market opportunities  (Robbins,  1990:  130-134).  

Innovation  may  be  more  important  than  high profitability.  The  prospectors’  success 

depends  on  developing  and  maintaining capacity  to  survey  a  wide  range  of 

environmental conditions, trends, and events. Thus, the prospectors invest heavily in 
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personnel who can scan the environment for potential opportunities. Since flexibility 

is  critical  to  prospectors,  the  structure will  have  numerous  decentralized  units.  The 

structure  will  be  low  in  formalization  and  have  decentralized  control  with  lateral  as 

well  as  vertical  communications.  PTT  has  many  good  characteristics  in  line  with 

prospectors  in  terms  of  the strengths  in  finding  and  exploiting  new  products  and 

market  opportunities,  seeking  new  resources  via  PTTEP  under  environment 

uncertainty.  Also,  having  a  team  to  conduct the  strategic  plan  and  risk  assessment 

management, flexibility to some degree in structure such as by SBUs in decentralized 

control  to  a  certain  level;  however,  in terms  of  the  structure  of  complexity, 

formalization is still high. Moreover, a focus on “innovation may be more important 

than high profitability” is likely impossible as PTT has many roles to take care of for 

the  stakeholders  such  as  a  state  enterprise,  a  public  company,  financial  and  credit 

management,  business  control,  operation, management,  safety/health/environment, 

and other significant risks to do with PTT’s businesses and so forth. All of these risks 

entail  proper  risk  management  with  care  with  innovation  just  part  of  it.    It  offers  a 

limited set of products or services to a narrow segment of the total market. Thus, there 

is high horizontal differentiation and centralized control. Therefore, PTT is not purely 

a prospector but partially a prospector.   

As  mentioned  in  the  literature  review,  in  the  level  of  competitive  analysis 

within a particular industry or strategic group, the analyzer strategy type is useful for 

the various competitors for predictive purposes  (Miles  and  Snow,  1978);  that  is,  the 

key  element  in  Miles  and  Snow's  strategy-structure  theory  is  the  management's 

assessment of environmental uncertainty. Since in this study, the environment is one 

of  uncertainty  and  the  analyzer  is  a hybrid  of  stability and  flexibility,  the 

organizational structures are moderately of centralized control, with tight control over 

current activities and looser controls for new undertakings. Given, PTT group has in 

under  the  uncertainty  environment  and  some structure  characteristics  in  terms  of 

centralization  is  a  hybrid,  highly  centralized  in  headquarters  especially  for  the 

financial,  risk  management  (e.g.  hedging,  reporting  in  compliance  with  SET,  Stock 

exchange of Commission-SEC). Meanwhile, the strategic business units or divisions 

are primarily concerned with specific goals such as PTTEP Exploration & Production, 

PTTchem, iRPC, PTTAR and they have broad autonomy in their operations and the 
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decision-making  development  of  their  own. Therefore,  they  are  decentralized  and 

shared throughout the organization to the certain degree.  

 

Table Case 1.14  Summary of Predicted, Real Characteristics, Strategic Stance of PTT 

 

Determinant    
variables 

Predicted strategic 
types of the firm 
according to Miles & 

Snow 

Predicted strategic 
types of the firm 
according to Miles & 

Snow 

Real characteristics of 
the  firm  by strategic 
leaders-TMTs 

Strategic 
Stance 

Prospector Analyzer Analyzer 

Goals 
Flexibility  Stability and flexibility, 

Hybrid 

Environment 

Dynamic, uncertain 
environment, turbulent 

domain Changing or Hybrid 

Dynamic, uncertain 
environment, turbulent 

domain 

Structure Lose structure Divisionalized Form 

Formalization Low High 

Centralization Low High 

Complexity  Low 

Moderately centralized 
control; tight control 
over current activities; 
looser controls for new 
undertakings, matrix 

structure 

Moderate to rather high 

Product Innovation Yes  

Market 
New market 
opportunities 

- Core of traditional 
products; Enter new 
market after viability 
established by prospects 

Yes, diversification to 
overseas 

 

In  addition,  according  to  the  executives’  attitudes  survey  (refering  to  Table 

Case 1.A4:  statements 1, 2, and 3) almost 90 % of executives agreed with the firm 

seeking opportunities, while at the same time profit being still the main focus rather 

than  innovation.  It  was  obvious  that  the  firm’s  main  focus  was  still  on  profitability, 

but a few (11.8 %) also believed in PTT’s innovation as the key to success. 

For  the  above  reasons,  in  the  relationship  of  environment-structure-strategy, 

PTT’s strategic typology is prone to being that of an Analyzer. The conclusions of the 

findings can be summarized as shown in Table Case 1.14 
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4.5.6  Relationship of Strategic Stance and Organizational Effectiveness 

The  last  part  of  the  study  explores the  interrelationship  of  the  overall 

organization  effectiveness  and  the  strategic  stance  by  using  the  balanced  score 

concepts as follows: 

4.5.6.1  Financial Perspective: 

In order to measure the effectiveness of the organization as against their 

objectives  in  maximizing  shareholder’s  wealth,  the  first  measure  is  related  to  the 

financial dimension, which was derived by using the archived data from SET (Table 

Case  1.15).  PTT’s  report  on  the  financial performance  which  can  be  analyzed  as 

follows: 

 

Table Case 1.15  Financial Analysis of PTT (2005-2008, and first half of 2009) 

 

Period Y/E '05 Y/E '06 Y/E '07 Y/E '08 Q1 '09 Q2 '09
as of 31/12/2005 31/12/2006 31/12/2007 31/12/2008 31/3/2009 30/6/2009

Assets 649,806.66 751,453.47 892,351.46 885,204.73 945,304.42 1,042,480.35
Liabilities 371,373.72 397,131.11 493,699.95 454,669.22 508,433.52 582,244.82
Equity 230,816.80 287,832.18 361,496.76 383,578.55 390,819.11 406,117.98
Paid-up Capital 27,972.46 28,049.26 28,173.88 28,240.57 28,240.57 28,247.14
Revenue 960,803.02 1,265,476.93 1,553,053.06 2,019,898.86 309,737.74 709,626.37
Net Profit 85,521.29 95,260.60 97,803.59 51,704.80 7,448.71 27,343.87
EPS(Baht) 30.57 34.02 34.82 18.33 2.64 9.68

ROA(%) 21.65 22.95 20.13 13.55 10.49 8.48
ROE(%) 43.28 36.73 30.12 13.88 8.43 5.68
Net Profit 

Margin(%) 8.9 7.53 6.3 2.56 2.4 3.85

Statistics as of 30/12/2005 29/12/2006 28/12/2007 30/12/2008 7/8/2009 24/8/2009
P/E 7.11 6.08 11.91 5.02 21.47 29.93
P/BV 2.95 2.16 3.17 1.22 1.81 1.7

Book Value per 

share(Baht) 76.54 97.06 118.6 143.82 138.39 143.77
Dvd. Yield(%) 2.99 4.39 2.78 6.54 3.18 3.27

Last Price(Baht) 226 210 376 175 251 244

Market Cap. 632,177.53 589,034.38 1,059,182.84 494,209.91 709,003.14 689,230.15

Financial Data

Financial Ratio

(Unit: M.Baht)

 

Source:  SET, SETSMART, 2004-2008. 
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Table Case 1.16   Finance Analysis related to Organizational Effectiveness (1st half 

of 2009) 

Group 1 1 1 2 2 2 3

Financial ratio PTT BCP TOP EGCO BANPU RATCH BAFS  industry

ROA (%) 1 2 1 2 5 5 2 1

ROE (%) 1 2 1 1 4 3 1 1

- D/E Ratio (times) 3 3 2 4 4 5 5 4

- Gross Profit Margin(%) 2 5 3 2 3 5 2 3

- Net Profit Margin (%) 2 5 3 4 5 5 2 5

ROA (%) very low low very low low very good very good low very low

ROE (%) very low low very low very low good good low very low

- D/E Ratio (times) moderate moderate low good good very good very good good

- Gross Profit Margin(%) low very good moderate low moderate very good low moderate

- Net Profit Margin (%) low very good moderate good very good very good low very good

COMBINATION

Financial Assessment 1.8 3.4 2.0 2.6 4.2 4.6 2.4 2.8  
 
 
Note:  1)  Group 1 refers to Petroleum (oil, gas); Group 2 refers to Power Generation     
                 (electricity); Group 3 refers to Services 
  2)  Archived data was based on SET Smart, 2004-2009 Analysis       
           3)  For Industry was based on average for 7 companies for calculating Z-Score,  
                 T-Score  and transform the raw data as a normalized score for comparison. 
  4)  Low = 1.0-2.33;  Moderate = 2.34- 3.66 ; High =  3.67-5.0 

 

To measure the success of the firm in terms of financial performance, 

there are five key financial ratios which were selected, namely return of asset (ROA), 

return of equity (ROE), debt to total equity (D/E), gross profit margin, and net profit 

margin. By using 2004 as the basis on growth computation, the researcher could make 

a comparison of the performance each year, and at the same time in order to compare 

across the company within the same industry, the Z-Core, and T-score were applied as 

shown in Table Case 1.16.  

1)  Financial Performance (Ratio Analysis) 

In  the  analysis,  the  researcher  has  divided  the  industry  into 

three  groups:  Petroleum  (oil  and  gas),  Power  generation  (electricity),  a\nd  Service. 

(see  more  details  in  Appendix  K,  Tables  K1-1  through  K1-5,  and  Table  Case  1.16 

compared with total industry), with five key performance indicators: the overall result 

shows  that  during  1H2009  of  the  study  period,  PTT’s  financial  performance  was 

ranked as “ low”  (1.8 out of 5). 
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4.5.6.2  Customer Perspective: Customer Satisfaction Measurement 

PTT  has  marketed  its  oil  products  through  the  largest  network  in 

Thailand,  or  over  1,140  stations  nationwide  (excluding  146  stations  under  the 

management  of  PTT  Retail  Management Co.,  Ltd).  Additionally,  to  cope  with 

customer requirements, PTT has developed a new image of PTT’s stations - PTT Park 

-  providing  full  services  in  addition  to  increasing  more  retail  businesses  at  the  gas 

stations. PTT still maintains its leading role in researching and developing alternative 

fuel  and  marketing  them  first  in  Thailand. It  also  develops  alternative  green  energy 

products such as gasohol, purified palm diesel and biodiesel. The latest development 

of PTT is gasohol E20 which is available at 12 stations. On price, PTT strives to keep 

the price reasonable in order to help alleviate the burden on consumers amidst rising 

world oil prices. Practically, the company has increased the price after the competitors 

shouldered  the  burden  on  consumers.  As  a  result,  PTT  has  gained  the  largest 

consecutive yearly market share since 1983.  

In the study, in order to measure the customer satisfaction of PTT, the 

researcher selected only the gas station survey. The main reason is that the gas station 

is one of the main contributions to PTT’s revenue (over 60%), therefore, in order to 

make sure that this survey has high reliability and validity, the survey was conducted 

for at least four companies (PTT, Bangchak, Shell, and Esso). Esso and Shell will be 

used as the benchmark for comparison. The survey was conducted for only Bangkok 

and  its  vicinity  areas  such  as  Nonthaburi,  Pathumthani,  Nokron-pathum,  Samutpakarn, 

and Samutsakorn. There was a total of 250 respondents for each brand.  

The questionnaire consists of two parts. The first part of the questionnaire 

was concerned with collecting the demographic data of each participant in this study. 

This  first  part  contains  six  questions  which  elicit  background  information  about  the 

respondents  such  as  gender,  age,  education,  occupation,  income,  and  frequency  of 

using  the  service.  For  these  questions,  each  respondent  simply  selected  one  of  the 

provided  answers  that  corresponded  to  the  category  that  best  described  him  or  her. 

The  second  part  of  the  questionnaire  was  to  elicit the  customers’  opinions  and 

perceptions towards satisfaction variables. This portion of the questionnaire constituted 19 

Likert  scale  informational  items.  In  these  items,  the  respondents  were  asked  to 

check/tick one of five points on a Likert scale ranked 1 to 5: strongly dissatisfactory, 
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needs  improvement,  neutral,  good,  and  very  good  (strongly  satisfactory).  For  the 

study, open-ended and other items (2.4, 3.5, and 4.6, see questionnaires) were posted 

in case the respondents would like to add more ideas or comments. However, for the 

analysis, these last three items will be taken into account for the quantitative score as 

they  can  not  be  put  into  the  reliability test.  The  researcher  use  these  items  for 

customer’s  comments    as  well  as  the  last  two  open-ended  (strengths  and  needs 

improvement) items used for further qualitative findings (The details of reliability test 

result were also described in Appendices Case 1.A10, Case 1.A11, Case 1.A12). 

Regarding  the  findings  of  the  customer  satisfaction  index  for  PTT  at 

the gas station, the customer were highly satisfied with the products /service quality, 

trusted brand image, and moderate to rather high service process, and equipment and 

facilities.  Some  suggestions  from  customers  were  related  to  the  parking  lots,  public 

telephones and toilet cleanliness. 

In sum, the overall of customer satisfaction was rated as high. This is 

also  in  line  with  what  Reader’s  Digest reported  in  the  Most Trusted  Brands  2008 

Awards. 

According  to  PTT’s  annual  report,  2008,  PTT  has  focused  on 

employees  as  a  pivotal  central  of  growth  engine,  as  it  states  clearly  that    “All  PTT 

employees  are  the  most  crucial  components  of  our  business  success.  All  employees 

wherever  they  work  must  be  treated  without  prejudice.  Unity, trust,  impartiality, 

polite  manners,  and  respect  for  human  dignity  are  stressed.  A  good  and  safe  work 

environment,  with  suitable  compensation, welfare,  and  innovations,  is  essential. 

Sexual  harassment  is  not  tolerated.  Besides,  PTT  promotes  the  exercising  of  wage 

earners rights under the law governing labor unions and state enterprise relations. PTT 

will not obstruct labor union’s activities unless they are in serious violation of the law 

and business ethics, or will seriously harm PTT’s interests.” 

In  the  interview  findings,  the  TMT  also  gave  the  human  resources 

development as key to driving the effectiveness of the organization “At the same time, 

we  have  to  develop  them,  educate  them,  train  them,  we  have  transfer  from  here  to 

there (within the subsidiaries), reshuffle the executive or management team, we have 

do  the  cross-function  rotation.  This  rotation within  the  PTT  will  synergize  ideas,  at 

last,  it  will  become  the  same  direction.”  Two  dimensions  were  further  scrutinized: 

Internal process and Learning and growth of the PTT. 
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4.5.6.3 Internal Process 

Regarding  the  organizational  effectiveness  especially  in  terms  of 

internal  process  evaluation,  there  are  four perspectives:  safety  index,  total  quality 

index, employee’s efficiency, and loyalty to organization. The first one was obviously 

seen from archived records on the safety from the firm. In the energy business, less 

accidents or none are key success factors. For instance, PTT’s has been given awards 

in  consecutive  years  related  to  international  work  standards  for  management  and 

operation of safety, occupation health, and work environment from Ministry of Labor, 

and other institutions as shown in Table Case 1.17   

 

Table Case 1.17  PTT’s Awards in 2008 

 

No.  Presented by  Awards Ranking  Date Criteria 

1  Ministry of Labor   National Outstanding 
Business Operator in 
Safety ,Occupational 
Health and Work 
Awards (25 operation 
sites) 

May 8 ,2008  Awards to work places with 
international standards for 
management and operation of 
safety,  occupation health, and 
work  environment, and 
compliances with legal 
requirements 
* 6 criteria (Trust,/quality/ 
value/image/ appreciation of 
consumers' needs/ innovation 

2  Reader's Digest  "Trusted brands 2008"  
*Thailand's Top Brand 
(service station, for the 
8th consecutive years 
since 2001) 

May 9 ,2008 

* Based on a questionnaire 
and a phone survey of Asian 
members in Hong Kong, 
India, Malaysia, Singapore, 
Taiwan, the Philippines and 
Thailand 

3  National Quality 
Award Committee  

 Thailand Quality Class : 
TQC  

May 12, 
2008 

Same criteria as those used for 
World-Class awards in the US. 

4  Boss Request   Special Award of the 
Year "CSR Awards" 

May 12, 
2008 

 The measures spelled out in 
the society and environment 

5  Ministry of 
Finance (4 
Awards)  

Outstanding State 
Enterprise Awards 

 August 20, 
2008 

To recognize efforts and 
achievements of state 
enterprise 

 

The  awards  were  derived  from  an internal  audit  of  the  organization 

such as the safety –no loss hours in operation in the refineries or major accidents in 

supply  and  transportation.  Moreover,  besides  the  achieved  data, and  interviews,  the 

researcher conducted a survey via questionnaires related to their employees’ attitudes 

towards these measures (refer to Tables Case 1.A5, and Case 1.A6 in Appendix X). 
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The findings showed that almost 95 % of all the employee respondents 

agreed and strongly agreed that the organization has set a clear vision/mission which 

cascaded  down  to  them  (statements  1.1,  1.2). This  was  also  reflected  in  the  total 

quality management program such as their goal and work plan development, working 

process  and  responsibility  (statement  1.3,  1.4,  1.5,  and1.6).  Nonetheless,  some 

showed  slight  concern  about  the  sufficiency  of  resources  in  facilitating  the  quality 

program (statements 1.7 and 1.8), as well as the structure (statement 1.9). Relating to 

the  employees’  commitment  in  their  work  efficiency,  over  90  %  agreed  and  rather 

strongly agreed in their clear role and responsibility was clear and were able to link 

their work to the organization’s success (statements 2.1 and 2.2). They mainly agreed 

(they  demonstrated)  their  initiatives  for  work  efficiency,  with  organization  supports, 

and in line with their supervisors’ expectations (statements 2.3, 2.4,2.5). In terms of 

loyalty to the firm (statements 3.1, through 3.3), over 95% of the employees strongly 

demonstrated  their  pride  of  the  organization’s  reputation, recommending  through 

word-of-mouth,    having  work  preference,  and  being  confident  in  the  firm’s  future, 

even though some (one-fifth) demonstrated a willingness to change the current work 

(statement 3.4).  

In  sum,  the  finding  shows  that  the overall  evaluation  of  the  internal 

process was rated as high (3.95 out of 5 scales). 

4.5.6.4  Learning & Growth 

The second evaluation was based on the responses from the employee 

survey (see Appendix X, Table Case 1.A8, Case 1.A9). There were four dimensions 

are explored; training & development, career development, employee satisfaction, and 

corporate social responsibility.   

Training & development: The survey shows that over two-thirds were 

somewhat and strongly satisfied with the training and development in terms of getting 

enough training, having opportunities to learn and develop themselves, and teamwork 

(statements 4.1, 4.2, 4.3, and 4.4). This figure implied that the employees have been 

well trained, and is fairly aligned with what the TMTs elaborated upon the interview. 

However, when considering the career development, one-fifth of employees tended to 

have  somewhat  dissatisfied  (statement  5.1), whilst,  two-thirds  were  mainly  satisfied 

with the way the organization developed their knowledge in different ways, secured in 
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jobs, and having the opportunities to demonstrate their capabilities with support from 

their supervisors. Some have been denied the opportunity to get promoted, to present 

awesome work from the current role, and are a little bit concerned about job security  

(statements 5.2 to 5.6) The next measure of learning & growth was derived from the 

employees’  satisfaction  index.  The  findings  showed  that  over three-quarters  of 

respondents were mainly proud of the responsibility (statement 6.1), and over a half 

were  still  happy  with  the  current  position,  and  two-thirds  were  satisfied  with  their 

present job (statements 6.2, 6.3, 6.4). Almost 60 % agreed that the firm puts the right 

man in the right job. Also over 70% agreed that the current job fits their capabilities 

(statement 6.5). One-fifth demonstrated concerns about office politics (statement 6.6). 

In  the  last  part  of  survey,  the  employees  were  mostly  satisfied  and  agreed  with  the 

corporate social responsibility (CSR) in terms of social responsibility, corporate role, 

community support programs,  and products and services (statements 7.1to 7.5). Over 

87 % showed strong satisfaction and agreed with PTT’s operations (overall mean of 

4.07, SD 0.57, alpha 0.9401). This was articulated by the CEO, “In order to build the 

balance among the stakeholders, we have, first, to look back to our philosophy. We 

will  have  organizational  effectiveness,  we need  to  have  benchmarking,  and  not  just 

ours.  Second,  we  focus  on  corporate  governance.  And,  third,  we pay  attention  to 

CSR.” 

“Our plan is 6-month rolling, we will review, every year, we will talk, 

and  roll  out  this  business  plan, everyone  views,  understands  this 

together, especially the key persons, the ones involved in the strategic 

plan.  We  also  have  KPIs  for  every  subsidiary.  We  have  a  balanced 

scorecard as well as clear targets, which are then deployed or cascaded 

down. I, myself also have the indicators as do the other vice executive 

presidents, divisions, and staff below. Moreover, regarding performance 

appraisal,  we  tie-in  between  performance,  bonus  for  instance,  is  not 

paid equally, it depends on his/her performance, …we have a scale of 

excellent, very good, good, fair, and below standard, that is percentage 

increase is not equal, they need to learn, be developed, and we need to 

communicate  clear  to  them,  they  have  individual  targets,  they  know, 

we will walk to the same direction.” 
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In sum, with the above findings, the learning & growth was evaluated 

as high (3.67 of 5). 

4.5.6.5  Overall Evaluation of Organizational Effectiveness 

As  mentioned  in  the  literature review,  the  study  was  based  on  the 

measurements  as  recommended  by  Best Practices,  LLC,  an  independent  research 

study firm (cited in Kaplan and Norton, 2001:375-376), who analyzed the scorecards 

of twenty-two firms that successfully implemented BSC. They recommended higher 

weighting for internal process rather than the importance of focusing on the drivers of 

financial and customer outcomes; in addition,  almost 80% of the measures should be 

non-financial. Nevertheless, for the energy industry (e.g. the case of Mobil Oil), of the 

best-in-class companies, the weight should be 50% of its twenty-four measures in the 

internal perspective, reflecting the operational excellence, environmental, health, and 

safety  issues.  This  is  to  reflect  the  capital  intensive  nature of  this  industry.  The 

researcher then applied this factor to evaluate the overall organizational effectiveness. 

The  result  of  the  computation  was  3.52  out of  a  scale  of  5.  If  we  are  looking  for 

financial assessment alone, PTT in the studied period showed quite low performance, 

but  when  reflecting  the  non-financial  measures,  the  results  will  look  better.    The 

figure  implied  that  PTT’s  organizational  effectiveness  during  the first  half  of  2009 

was  ‘moderate’.  From  the  above  findings, the  relationship  between  environmental 

forces, strategic actions, and strategic stance towards the organizational effectiveness 

of PTT can be summarized as shown in Table Case 1.18 

Summary 

Obviously,  PTT  has  written  vision/mission  statements  or  a  set  of 

objectives that takes into account the cultural and historical context of the company.  

The  statement  makes  clear  that  strategy  was  intended  to  cascade  down  to  the  lower 

levels,  and  with  an  existing  systematic  approach  to  achieving  the  mission  or 

objectives. There is evidence to support the mission statement which is translated into 

a  clear  policy  or  management  plan,  through their  interviews  and  the  executive  and 

employees’ attitudes survey. The findings emerging from the study are summarized as 

follows: 
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1) For the external environment condition, there is an  interrelationship 

between  the  external  environment  and  organizational  effectiveness.  The  ‘general 

environment’  of  political,  economic  and  socio-cultural  are  the  key  environmental 

conditions.  For  the  ‘task  environment’, the  high  impact  was  government  policy, 

ecology-community.  The  environment  is  dynamic,  complex,  with  high  munificence 

(low  scarcity).  PTT’s  strategic  leadership  is  rated  as  “high”  due  to  the  strong 

experience of top executive management, who are clear in spreading the vision/mission to 

throughout  the  corporation.  Besides, PTT  has  focused  on  balance  among  the 

stakeholders,  such  as  shareholders,  customers,  employees,  community,  and  other 

social responsibilities. 

2) PTT’s organization structure takes a divisionalized form to suit the 

market diversity (being globalization). 

3) The  findings  show  a  relationship with  the  strategic  stance  of 

analyzer. This is in line with Miles and Snow’s typology. Those who choose this type, 

still cannot lead to the organizational effectiveness. 

4) With  the  dynamic,  and  complex  environment  condition,  the  best 

structure as predicted by Burns & Stalkers or Mintzberg is the “organic type”, whilst, 

in  reality,  according  to  the  nature  of the  business,  the  current  structure  is 

“mechanistic” or machine bureaucracy” which is composed of the standardization of 

outputs  and  a  key  part  of  the  organization  is  its  strategic  business  unit  (SBU)  or 

middle  line.  This  current  structure  is  suitable  with  simple  and  stable  environments 

(Burns & Stalkers, 1961; Robbins, 1990; Mintzberg, 1993). Therefore, environment is 

somewhat limited in the degree to which it determines PTT’s structure in this regard, 

and will lead to a sub-optimization of organizational effectiveness. 

5) Succession  is  the  main  key  issue  of  the  firm  when  the  firm  is 

expanding very fast, and PTT also faces this issue.  

6) Besides  the  age  of  the  firm,  the  contingency  variables    (size,  and 

technology)  are  not  in  the  conceptual  framework  at  the  beginning.  Nevertheless, 

based  on  the  findings,  it  is  quite  clear  that  these  factors especially  size,  should  be 

taken into account as they directly affect organizational effectiveness. 

7) In  the  first  quarter  of  the  2009 study,  PTT  had  a  ‘low’  financial 

performance.  However,  the  financial  indicator  alone  cannot  indicate  the  organizational 

effectiveness as a whole as there are many variable concerns such as environmental 
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uncertainty; therefore, non-financial measures are useful and complimentary measures 

for  evaluation.  The  findings  showed  that with  the  current  environment-structure-

strategic  leadership-strategy,  the  customer  satisfaction, internal  process,  and  the 

learning  &  growth  were  evaluated  as  very ‘high  effectiveness’.    As  a  result,  the 

overall organizational effectiveness was also moderate to rather high.  

8) Three  important  lessons  emerge  from  the  case  study  of  PTT:  1) 

TMT  needs  to  continually  monitor  the gap  between  implemented  and  intended 

strategy, which often increases as the organization evolves a specialized structure to 

primarily pursue near-term gains. 2) TMT needs to periodically modify strategy and 

structure  especially  in  the  internal  process  and  to  develop  learning  and  growth  for 

staff at all levels in order to keep the gap between implemented and intended strategy 

within reasonable bounds. Lastly, 3) to align with its intended strategy, TMT needs to 

foster a culture of willing, constructive collaboration and change. 
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Table Case 1.18  Summary of the Organizational Effectiveness of PTT 

Variables  Measures Levels Scores 

Interpretation  
of 

Organizational 
effectiveness 
Level 

Financial -Return on Assets 
(ROA) %; Return 
Equity (ROE)%; 
Gross Profit Margin 
(%); Net Profit 
Margin (%); 
Debt/Equity (Times)  

Achieved data from Stock Exchange 
Market, a time series during 2005-1 
half of 2009,  based on the 2004 as the 
base index, standard score adjustment 
for Z-Score, and T-score and average 
for 7 companies as the industry 
average 

1.80  Low 

Customer 
Satisfaction 

-Customer Satisfaction 
Index 

An assessment from customers survey 3.77  High 

Internal 
Process 

-Safety  index (achieved 
data) 

-Total quality 
index(item 1.3-1.9) 

--Employees Efficiency 
and commitment (item 
2.1-2.5) 

 -Loyalty to 
organization  (item 3.1-
3.4) 

PTT emphasized operational 
excellence, safety, environment, 
health, and safety  
Five awards in 2008 related to 
Quality, CSR, work  environment,  
etc. (Ranked  in Fortune 500 for 135th 
(2008), and 118th (2009) 

3.95  High 

Learning & 
Growth 

-Training & 
Development (item 4.1-
4.4) 

-Career Development 
opportunity (item5.1-
5.6) 

-Employee satisfaction 
index(item 6.1-6.6) 

 

A combination of survey training & 
development, career development, and 
employees satisfaction index 

3.67  High 

Overall 
Composite 
Index 

Summation of four 
measures 

A combination of four factors 
0.167*(Finance +Customer + 
Learning & Growth)+ 0.5* Internal 
Process) 

3.52  Moderate 

Note:  For financial measure: 
           1)  Archived data was based on SET Smart, 2004-2009 Analysis     
           2)  Industry was based on average for seven companies for calculating Z-Score,    
                T-Score to transform the raw data as a normalized score for comparison. 
           3)  Low: 1.0-2.33; Moderate: 2.34-3.66; High: 3.67-5.0 
           4)  For statements or items, please see details in Appendix X 



166 

CASE STUDY  No. 2  PETROLEUM (OIL & GAS) 

 

Bangchak Petroleum Public Company Limited (BCP) 

 

  Within  the  petroleum  oil  sector,  the  Bangchak  Petroleum  Public  Company 

Limited (BCP) is the second case study. It has been long in the market for more than 

25 years, the company is an oil refinery enterprise transformed from state enterprise 

into a public company since 1994. BCP is not only one of the Thai companies playing 

a role  in stabilizing the country’s energy security sector but also one of the pioneers 

and leaders in renewable energy as well as focusing on the good quality of life in Thai 

society. 

 

2.1  Company Overview 

 

On  an  area  of  100  hectares,  beside  the Chao  Phraya  River,  in  the  Bangchak 

area of Phra Khanong District, Bangkok, an oil refinery processing 5,000 barrels per 

day  was  established  by  the  Ministry  of Defense.  They  foresaw  the  necessity  for 

Thailand  to  have  the  capability  to  carry out  the  entire  process of  oil  production  by 

itself  in  order  to  influence  the  price  of  oil  in  the  marketplace,  not  letting  it  be 

controlled entirely by international oil concerns and to maintain emergency reserves. 

After  the  government  was  forced  to  sell  its  oil  refinery  to  a  company  from  a  nation 

that was victorious in World War II, the oil refinery at Bangchak was completed in 

1964.  In  that  same  year,  the  Thai  government  announced  a tax  on  oil  production 

within  the  country,  so  there  was  only  one  way  to  maintain  profitability:  expand 

refining  capacity  to  20,000  barrels  per  day.  Because  the  company  did  not  attract 

enough investment for such expansion, the government offered a 15-year lease on the 

oil  refinery,  with  the  provision  that  production  capacity  must  be  expanded.  Finally, 

Summit Industrial Corporation (Panama) bid for this lease and successfully expanded 

production capacity over the next four years.  

A  rise  in  worldwide  crude  oil  prices  then  led  to  a  global  economic  crisis. 

When the Thai government considered adjusting retail oil prices, there were persistent 

objections  from  labor  unions  and  student  unions,  including  a  demand  for  the 
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government  to  nationalize  the  oil  refinery.  When  the  government  did  so,  the  oil 

refinery was found to have deteriorated substantially, requiring large amounts of fuel 

and accumulating losses of about 4 billion baht. 

The Bangchak Petroleum Public Company Limited (BCP) was established by 

the Cabinet of Prime Minister Maj. Gen. Prem Tinsulanon, in order to operate the old 

Bangchak oil refinery that had accumulated huge losses, and assigned important 

duties of maintaining energy security for the benefit of the Thai public. The company 

was established with the following goals: 

1)  To be a secure Thai company operating a petroleum business consistent 

with the common good practices.  

2)  To be a company that helps develop a better quality of life for all Thais.  

This  brought  efficient  management  and activities  that  stressed  the  overall 

benefit of fostering a secure and progressive business, guidelines of self-reliance and 

a  corporate  culture  of  creativity,  ingraining  in  all  staff  that  they  should  be  “good 

people, knowledgeable, to benefit others.” Within five years, the company overhauled 

this failed business to achieve profits of 500 to 800 million baht per year. It became 

one  of  the  top  ten  Thai  businesses  in  terms  of  sales  and  was  praised  by  influential 

members  of  the  community  as  having  set  a  good  example,  in  terms  of  both 

organization and people. The company’s success at that time was always credited as a 

major success of the government. 

At  present,  BCP  operates  the  oil  refinery  business  with  a  maximum  crude 

processing capacity of 120,000 barrels per day, with the supply of crude oil imported 

from the Middle East, Far East, as well as the domestic crude oil for oil production. 

The company had invested to improve the production process to the level of complex 

refinery  which  can  produce  more  high-value  gasoline  and  diesel,  and  increase  the 

refinery’s  capacity  for  domestic  crude  oil.  The  company  is  also  undertaking  the 

project to use natural gas as fuel in the refining process to replace very low-sulphur 

fuel  oil,  which  when  completed  will reduce  production  cost  and  make  operations 

more  environmentally  friendly.  The  company  has  already  awarded  the  contract  to 

PTT  Public  Company  Limited  to  establish  a power  plant  to  generate  electricity  and 

steam  to  respond  to  the  energy  demand  from  the  refinery  improvement  and  to 

maintain the stability of energy securities for the production process. 
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BCP is a pioneer of alternative energy, especially ethanol and biodiesel which 

contributes  to  the  country’s  energy  security  and  reduces  of  foreign  currency  losses 

from oil imports. The promotion of alternative energy has also helped to increase the 

price of agricultural products, create jobs, and generate more incomes for farmers. For 

this  reason,  the  company  has  promoted  the  production  and  use  of  ethanol  and 

biodiesel  in  the  production  of  Gasohol  91  and  95  as  well  as  Gasohol  E20  and  E85 

(gasoline blended with ethanol) and PowerD B2 and PowerD B5 (diesel blended with 

biodiesel).  

The company has established a biodiesel unit in the refinery complex. The unit 

has a total production capacity of 20,000 liters per day, and utilizes crude palm oil or 

used  cooking  oil  as  raw  material  for  production.  Currently  the  unit  utilizes  used 

cooking oil as its main raw material, which also helps to address the health problems 

caused  by  the  consumption  of  used  cooking  oil  and  tackle  environmental  issues 

stemming  from  the  disposal  of  the  used cooking  oil  in  the  public  sewage  system. 

Additionally,  the  company  is  currently undertaking  a  1,000  million  baht  biodiesel 

plant  construction  near  Bang  Pa-in  terminal  in  Ayudhya  province  with  a  daily 

capacity  output  of  300,000  litres.  This  modern  European  technology  plant  will  use 

crude palm oil as its major raw material and has been in operation since March 2009. 

During 2008 the world confronted the worst economic crisis since the Asian 

financial  crisis  in  1997.  This  time  it  began  in  the  United  States,  triggered  by  large 

amounts  of  bad  debt  in  the  sub-prime  credit  market,  quickly  infecting  other  credit 

markets,  creating  widespread  loss  of  liquidity.  Numerous  global  financial  giants 

became bankrupt or sought governmental intervention from their respective countries. 

This  crisis  affected  the  economy,  as  well as  much  of  the  manufacturing  and  service 

industries, cutting sales and incomes, the laying off workers, and hence becoming a 

very  severe  economic  crisis.  Thailand  not  only  had  to  deal  with  the  effects  of  the 

crisis, but it also had to address the tense political conflicts, undermining confidence 

in  the  country’s  economy  even  further.  As  a  result  of  this  crisis,  the  continual 

escalation  of  record-breaking  oil  prices  that  had  preceded  it  for  many  years  and 

reached a record high by mid-2008, came to an end, and quickly dwindled, such that 

by the end of the year prices were back to 2002 levels. This is due in part to shrinking 

global energy demands. Also the oil demand in Thailand decreased as a result of the 
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high  oil  prices  in  the  first  half  of  2008,  the  economic  crisis,  and  the  use  of  various 

alternative  fuels,  such  as  biofuel,  coal,  and  natural  gas.  The  effects  of  price 

fluctuations  and  decreased  demand  prompted  the  petroleum  industry  to  experience 

inventory loss and lower domestic sales. The BCP Group has three main subsidiaries 

(Bangchak Green Net; Bangchak Biofuel; and Fuel Pipeline Transportation) of which 

BCP holds over 50% of the shares, and one is a joint venture with the shareholding 

ASEAN Potash Mining. 

In 2008, the total revenues of the BCP and its subsidiaries amounted to Baht 

129,293 million consisting of the Company’s revenue of Baht 128,321 million and the 

subsidiary  ;the  Bangchak  Green  Net’s  (in  which  the  company  holds  a  49%  stake) 

revenue of Baht 18,252 million. The company’s retail business consists of a network 

of 507 service stations and 546 community service stations through which it distributes 

products  to  consumers  in  various  sectors,  namely  the  transportation,  aviation, 

shipping,  construction,  industrial  and  the  agricultural  sectors.  In  addition  to  the  fuel 

products,  Bangchak  also  produces  and  sells lubricant  and  special  lubricant  products 

including  transmission  fluid,  brake  fluid,  and  grease  under  the  brand  name 

'Bangchak'.  These  products  are  marketed  to  local  customers  through  the  network  of 

Bangchak service stations, shops, factories and the Original Equipment Manufacturer 

(OEM),  as  well  as  exported  to  foreign  markets,  such  as  Burma,  Laos,  Cambodia, 

China,Taiwan,  Fiji,  etc.    The  connected transactions  are  worth  Bt  17,280  million  of 

which most comes from the Company’ finishing oil sales to the Bangchak Green Net. 

The revenue classified by the product and service of the company and its subsidiaries 

from 2006-2008 showed over 98-99% to be derived from selling oil. As a result, since 

the oil sales are the highest sources of revenue, in this study the customer satisfaction 

survey, the customers from gas station were selected as the samples of study for the 

customer satisfaction survey (see more details in Appendix X -BCP).  

 

2.2  External Environment Conditions 

 

2.2.1  Organizational Responses to ‘General’ Environmental Change  

In  this  study,  the  general  environment refers  to  political-legal,  economic, 

socio-cultural, technological, and natural resources which are uncontrollable conditions. 

The  researcher  employed  the  principal  research  methods  of  in-depth  interviews, 
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survey of the key informants especially for top ex-executives, and the top executives 

team (TMT) of the firm for the main ideas to provide the insights of their perceptions 

toward this condition. 

  2.2.1.1  Response to Political-legal Environment 

  The  first  main  environment  of  the  survey  is  to  learn  about  the 

relationship of the political factor in the country towards the firm’s operations. On the 

subject, one executive explained: “The political factor has impact on us mainly in the 

renewable promotion policy, especially as regards communication, as it’s changed by 

politicians often. Our Energy Department will communicate on this constantly, such 

as Benzene 95 (has margin 7-8 baht/lt). We have been told to stop producing this oil 

type  since  January  2007.  Even  though  there  are  only  100,000  cars,  this  policy  has 

been  delayed  for  more  than  two  years.  We  followed  the  rules,  unfortunately  our 

competitors are still selling this product, which resulted in a lost opportunity for us”. 

  The laws and regulations require an environmental evaluation report to 

be  submitted  and  approved  prior  to  the  commencement  of  exploration,  production, 

refining, and chemical projects and also restrict the type, quantities, and concentration 

of  various  substances  that can  be  released  into  the  environment  in  connection  with 

drilling  and  production  activities.  The  political-legal  environment  also  limits  or 

prohibits drilling activities within protected areas and certain other areas and imposes 

penalties  for  pollution  resulting  from  oil, natural  gas,  and  petrochemical  operations, 

including  criminal  and  civil  liabilities  for  serious  pollution.  Since  uncertainty  is  a 

threat  to  an  organization's  effectiveness,  the  organization  management  tries  to 

minimize this risk (Dill, 1958: 409-43; Robbins; 1990: 209-210). The TMT’s opinion 

towards this environmental condition implies that the political legal is still affecting 

the company directly, and one of the main reason is that even though BCP has been 

transformed from a state enterprise into a public company, government policy still has 

an  influence  on  the  firm  as  it  is  instrumental  in  stabilizing  the  country’s  energy 

security  sector.  The  company’s  intended  strategy  sometimes  cannot  match  the 

realized strategy. The TMT believe this condition still has a high impact.  From the 

above data obtained from in-depth interviews, therefore it can be said that the political 

environmental condition highly affects to their organizational effectiveness.  
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    2.2.1.2  Response to Economic Environment 

  Another unpredictable condition relates to the economic environment. 

Based on an in-depth interview,  TMT gave their opinion towards the organizational 

effectiveness: “Yes, this has a direct effect. For example, economically speaking, the 

effect is a lot. In July 2008, the oil price increased up to 140 US$. Due to our refinery 

using the old process of “Hydro-skimming” which uses higher costs than others, and 

comparing the spread margins, we cannot compete. For example, hydro-cracking has 

a margin of around US$10, but our hydro-skimming has only US$7-8. We do have a 

price -hedging team for risk assessment and this unit can help us greatly. The world 

crisis from last year (2008) is also affected the operations in this year, for instance, the 

GRM  (Gross  Refinery  Margin)  will  be  lower.  How  can  we  minimize  the  risk  by 

hedging, especially crude oil?” Moreover, when the researcher asked the TMT about 

the  political  crisis  at  the  year-end  of  2008  and  whether it  had  any  impact  on  their 

performance, in response to the case of the Suvarnabhumi airport closure (December 

2008),  they  unanimously  took  the  typical  view  of  “Yes,  it  impacted  us.  We  have  a 

subsidiary in FPT to serve the airport (Fuel Pipeline Transportation Limited (11.4 % 

shares  owned  by  BCP,  and  in  charge  of  distributing  oil  through  the  underground 

pipeline  system).  Since  the  Suvarnabhumi  Airport  closed,  the  revenue  during  the 

period was also hurt.” 

   

This  finding  was  in  line  with what,  Anusorn  Sangnimnuan,  BCP’s 

President said to Reuters on March 1, 2009. "As for our capacity run, 

we'll  have  to  see  how  bad  domestic  demand  gets.  If  demand  falls 

more than expected, we might have to cut it again," referring to the 

company's  previous  cut  from  nearly  100,000  bpd  during  the  first 

quarter of the year 2009, the global economic downturn was expected 

to  curb  domestic  demand  in  Thailand  by  2-3%  from  about  700,000 

bpd.  As  a  result,  Bangchak  was  reviewing  its  5-6  billion  baht  five-

year capital spending plan, including a 2-billion-baht ethanol investment, 

we're  adjusting  the  whole  plan  again  but  this  doesn't  mean  we  stop 

investing completely."  
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 As  a  result,  it  can  be  said  that  BCP’s  organizational  effectiveness 

relating to the economic condition is of a rather high concern and affects to strategic 

decision-making. 

  2.2.1.3  Response to Socio-cultural Environment 

  Since  the  social  factor  normal  plays  a  pivotal  role  in  determining 

which area of new  businesses flourish some  firms need to adapt and some firms find 

the  adapt  constricting.  In  the  study,  the TMT  explained  that  for  socio-cultural 

environmental  conditions,  their  initial  concern  related  to  ‘community’.  BCP  has  to 

take  care  of  society,  community,  career  development,  scholarships,  libraries  and  so 

forth  and  this  corporate  policy  is  cascaded down  to  all  levels  of  the  organization. 

TMT  explained:  “Society  is  very  important,  at  the  same  time,  the  community 

surrounding  the  refinery  is  also  the  most  important,  but  what  we  see  is  the  view  of 

stakeholders,  the  holistic  picture,    not  just  by  the    demographic,  social  environment 

alone or community alone, but as the whole; for instance, the community and ecology. 

As you know, we are the only one refinery in Bangkok, so we need to take care of this 

through  the  policy.  Every  employee’s  role is  to  support  and  goes  out  to  help 

community,  at  least    six  times  a  year.  This  is  the  corporate  compulsory  as  one  of 

his/her KPIs. Indeed, we have to count how many times they join the community.”  

  In addition, the management view was also described as a part of the 

ecological environment and community concerns. As a result, BCP’s response to this 

socio-cultural environment condition is a high concern especially in relation to their 

strategic stance. 

  2.2.1.4  Response to Technological Environment 

  Technology change is most evident in refining technology, which can 

affect  competitiveness  With the  decline  of  the  demand  for  fuel  oil  from  domestic 

power  plants  and  industrial  factories  which  switched  to  natural  gas  and  coal,  BCP 

suffered a greater impact on its refining capacity than other refiners as the Bangchak’s 

refinery  has  a  Hydro  Skimming  Refinery  which yields a high ratio of fuel oil while 

the competitors have Complex Refineries. Fuel oil demand could decrease further and 

affect  the  company’s  refining  capacity  negatively.  As  fuel  oil  is  relatively  cheap 

compared  to  other  types  of  refined  oil,  the  value  of  BCP’s  refined  oil  is  thus  lower 

than the value posted by complex refineries. This resulted in a lower refining gasoline 
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for the company and the spread varies, depending on the price spreads of fuel oil and 

other types of fuel at the time.  In the past, BCP has reduced the impact by focusing 

on refining crude oil with lower fuel oil yield, such as crude oil from the Far East and 

condensate, and has expanded export markets for fuel oil very-low sulphur (FOVS) in 

compensation for decreasing domestic demand, together with improving the refining 

process and more efficient control production able to feed new types of crude oil with 

high gross refinery margins.  The TMT also explained:  

 

 “In the old days, fuel oil has higher margins but also higher risk as 

well. For instance, at that time, the oil industry in Thailand had few 

players  such  as  Shell  and  Esso. We  could  sell  every  grade  (light, 

medium,  heavy)  of  fuel  oil.  PTT  has  also  bought  products  from 

Bangchak  (BCP)  in  order  to  supply  to  EGAT  which  basically 

depended on them for their electricity consumption plan. And when 

the  price  was  falling  down,  those  margins  were  gone  and  we  made 

losses. Realizing this, our CEO at that time, Khun Vichai (CFO, from 

PTT) as the CEO-secondment for BCP, made the decision to change 

and  improve  the  process  to  have more  lighter  product  yield  (e.g., 

gasoline,  naphtha,  JP1,  diesel  etc.).  As  a  result,  the  bottom  line  has 

improved since then.”  

 

  To cope with the risk, BCP invested in the Product Quality Improvement 

Project  (PQI)  to  raise  the  portion  of  gasoline  and  diesel from  the  refining  process, 

through  the  installation  of  the  hydrocracking  unit  and  other  supporting  units.  The 

project  reduce  the  portion  of  fuel  oil  from  over  30%  to  10% of  refining  capacity, 

which  is  close  to  other  domestic  refineries’  figures,  and  generates  an  appropriate 

return on investment as well as increase the potential for long term competitiveness. 

President  Anusorn  Sangnimnuan  told  Reuters  in  an  interview  that  “The  new  output 

from the PQI (Product Quality Improvement) project and the roughly 40% oil hedging 

we did last year should strongly contribute, and from what we've seen so far over the 

past three months, things have been at the strong level as we planned.” 
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  Additionally, related to new business developments in 2009, the BCP 

is hastening the construction of the biodiesel production plant at Bang Pa-In according 

to plans within the allocated budget. The produced biodiesel is blended to produce the 

Diesel B2 and B5 to be distributed  to  BCP’s  customers.  BCP  is  currently  studying 

new business ventures such as investing in the construction of an ethanol plant. The 

finding shows that in changing the technology is a crucial turning point for BCP, as 

the  relationship  between  technology  and organizational  effectiveness  is  highly 

correlated such as regards its structure, manufacturing, and workflows process (Perro, 

1967; Thompson, 1967; Mahoney and Frost, 1974:122-123; Robbins, 1990). 

  2.2.1.5  Response to Ecological Environment: Refinery Location, 

Environment and Safety 

  At  present,  BCP’s  refinery  is the  only  one  located  in  the  Bangkok 

metropolitan area. The company was also granted to extend its land lease for the area 

where  the  refinery  is  located  by  another  25  years,  ending  in  2032,  by  the  Treasury 

Department.  Without  proper  control,  this could  hurt  the  environment  and  safety  of 

nearby communities which could affect BCP’s business as well as lead to the review 

of the appropriateness of the refinery location. However, BCP is confident that there 

is  no  reason  for  such  a  review  as  BCP has  maintained  proper  environmental  and 

safety  management,  operating  business  with  great  care  in  both  areas.  There  are  risk 

management measures for the refinery, for instance, strictly adhering to safety laws, 

assessing risks in all work processes, maintaining production equipment in specified 

periods and organizing drills for related persons so that they are proficient in handling 

emergencies.   

  There is evidence to support this ecological environmental concern; for 

instance,    BCP  has  earned  various  standard  certificates  like  the  TIS  18001-

OHS00007/007 and was Thailand’s first refinery with a health and safety standard. In 

2004,  the  company  was  awarded  OHSAS  18001 and has maintained the ISO 14001 

certificate  since  1997  in  recognition  of  the entire  process  of  petroleum  refining, 

supervision  and  environment  quality  monitoring.    The  Thai  government  has  a  clear 

policy  to  have  the  oil  depots  of  Bangchak  and  PTT  Public  Company  Limited  in 

Bangchak and Phra Khanong serve as the central oil distribution centers in Bangkok 

and its vicinity area. Moreover, at present, Bangchak and PTT have worked together 
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to  turn  the  depots  into  as  the  central  distribution  centers  in  line  with  government 

policy. BCP also got awards from SET, for instance, in 2008, three awards were given 

to BCP as the Best Investor Relation Excellence Awards, Top Corporate Governance 

Awards,  and  the  Best  Corporate  Social Responsibility  Awards.  The  TMT  further 

elaborated: “For the community around the refinery, we need to make sure the safety 

is  the  critical  issue  for  awareness.  We  need  to  make  sure  that  it  is  properly  done  to 

world  class  standards.  We  have  programs  in  which  we  join  hands  with  the 

community; for instance, in the area around 1 km from the Bangchak’s refinery, the 

company  will  closely  oversee  the  community.  In  case  there  is  any  incident  or 

complaint  related  to  the  company  such  as black  fumes,  air  pollution,  smell,  and  so 

forth we action immediately and seriously.  

 

Table Case 2.1  Relationship between General Environment and Organizational 

Effectiveness 

 

General 
Environment 
Condition 

 
Assessment by TMT 

Level of 
Assessment 

Political-legal 
 

Even though  BCP was transformed from the state enterprise to be 
public company, government policy still has influence on the firm 
as it is instrumental in stabilizing the country’s energy security 
sector 

High 

Economic As importing crude oil from overseas, oil price fluctuation affects 
directly to the business.  

High 

Socio-cultural Society is very important, at the same time; the community 
surrounding the refinery is also the most important. 

High 

Technology Changed from hydro-skimming refinery to be complex refinery 
makes more cost efficiency and effectiveness 

Medium-
High 

Ecology  Community around the refinery, the environmental protection 
from pollution by process 

High 

 

In addition, we also have activities for this community such as Children’s Day 

as  well  as  hotlines  for  them  to  contact  us  24  hours.”    This  evidence  supports  the 

finding  that  the  ecological  environment  has a  high  impact  on  the  firm.  In  sum,  the 

relationship  of  the  general  environment  towards  the  organizational  effectiveness  of 

BCP can be concluded in Table Case 2.1 
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2.2.2  Organizational Responses to ‘Task’ Environmental Change  

The  task  environment  refers  to  parts of  the  environment  that  are  directly 

relevant  to  the  organization  in  achieving  its  goal  (Dill, 1958:  409;  Wheelen  and 

Hunger, 2000: 54). Its concept includes the constituencies that are directly relevant to 

the  achievement  of  an  organization’s  goals  or  those  sectors  which  have  a  direct 

working  relationship  with  the  organization,  including  customers,  competitors, 

suppliers,  and  the  labor  market  (Daft,  2006:  88-89).    Since,  the  managerial  and 

executive  level  is  directly  involved  with  the  task  environment,  the  researcher 

conducted  survey  concerning  managerial perspective  as  related  to  the  task 

environment. The variables are measured by age, educational background, experience, 

personality  and  style,  values,  communication,  and  administrative  variables  such  as 

executive team tenure, locus of control and power. 

In the study, the researcher conducted a survey on the management of the firm 

to  confirm  the  truth  of  the  findings.  According  to  the  survey  (see  Appendix,  Table 

Case 2.A4), the executive respondents were all mainly from female (two-thirds), had 

a  high  educational  background  (three-quarters  with  a  master’s  degree),  with  work 

experience in BCP of over 10 years (84%) (min.2, max.23, SD 13.83). The respondents 

also have been in high professional positions for over 10 years with 11-20 years for 

two-thirds  had  only  been  in  the  role  for less  than  one  year, followed  by  2-5  years 

(25%)  and  the  rest  11-15  years  (min.0, max.14,  SD  3.96).  The  findings  showed  in 

Table Case 2.A5 show the greatest concerns. One is the governmental policy changes, 

especially  for  the  taxation  collection  (such  as  excise  tax, subsidiary  of  product  etc.) 

followed by financial practices, and pricing policy. Besides, as a member of SET, the 

moderate  concerns  are  also  depicted  in  the  corporate  governance  procedures  and 

control  practices,  as  well  as risk  management  in  financial  capital.  This  impact  was 

also raised in the 2008 annual report: “Another factor which may have impact on the 

company’s  performance  is  the  foreign  exchange  volatility  (mostly  Baht/USD).  The 

company pays for the feedstock in US dollar term and sells its product on a US dollar-

linked  basis,  and  subsequently  records  transactions  as  trade  payables  and  trade 

receivables respectively. Since the company’s assets are greater than its liabilities, the 

appreciation of the Thai Baht will cause net assets and Baht margin to shrink and vice 

versa.  However,  being  aware  of  the  situation,  the  company  has  been  managing  to 



177 

 

 

mitigate this kind of risk by utilizing some market financial instrument. In addition, as 

completion of the loan refinancing on July 2, 2008, the company performed a Cross 

Currency Swap (CCS) amounting to US$ 200 million following the policy to level the 

differences  of  US  dollar  assets  and  liabilities  balancing  with  revenue  (a  natural 

hedge). In the meantime, the new loan contract can attain more financial ability and 

flexibility to manage the risk from foreign exchange.”  

 

Table Case 2.2  Relationship between Task Environment and Organizational  

                           Effectiveness 

 

Task Environment 
Condition 

Assessment by Executives’ Respondents Level of 
Assessment 

Customers  
 

The demand for current product is predictable except the 
demand from new renewable products (as a main 
producer) is highly unpredictable 

Low-moderate 

Government Government regulatory agencies change such as oil 
pricing policies, taxation collection (excise tax, subsidy) 
policy. 

High 

Suppliers of raw 
material 

BCP mainly importing oil, but the renewable projects 
have reduced the fuel consumption used in the process, 
being related to support the stability of the energy supply 
systems 

Moderate  

Competitors As a new product leader in renewable energy, the 
competitors’ response in prices, quality, and design is 
less of a concern (be predictable). 

Low 

Financial/Stock 
Exchange 

Financial capital risk management, funding from 
investors in the stock exchanges market, Hedging to 
reduce the risk of raw material prices fluctuation 

High 

Technology Change from simple (hydro-skimming) process to be 
more complex refinery - successful 

Low 

Natural Resources 
Scarcity 

Changes in alternative or renewable, natural gas energy 
has alleviated crude oil imports dependency 

Moderate 
 
 

 

Additionally,  suppliers  of  raw  materials,  prices changes  and  natural  scarcity 

are also to a moderate degree unpredictable. As for technology and customer demand, 

changes  are  under  predictive  of  the  risk. Nonetheless,  the  demand  for  their  new 

products such as biodiesel, gasohol are of high concern. The findings can be summarized 

as shown in Table Case 2.2.  
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2.2.3  Relationships Between The Organization and Environmental  

          Uncertainty 

The previous findings of the general environmental conditions of BCP which 

highly affect organizational effectiveness are composed of the political, economic and 

ecological  environment  respectively.  For  the  specific  or  task  environment  the  most 

important effect was government policy especially regarding taxation, financial practices, 

and product pricing policy, followed by the financial/capital risk management in the 

stock  exchange;  meanwhile,  for  the  BCP’s customers  new  product  is  also  a  high 

concern. 

For instance, during the oil price situation in 2008, oil prices were approximately 

90 $/BBL (Dubai crude price), had continuously increased and reached a record-high 

at 140.77 $/BBL on July 4, 2008 and then dramatically decreased to 36.40 $/BBL at 

the end of the year, which was the lowest level of 2008. This drastic oil price decrease 

was the result of declining oil demand as the impact of the financial crisis spread out 

worldwide  as  well  as  the  relieve  of  speculation  over  oil  supply  shortages  and  the 

sudden  unwinding  or  selling  hedged  position  from  hedge  funds.  Moreover,  the 

lengthy period of high oil price distressing the demand to significantly drop together 

with  high  level  of  oil inventories  were  also  the  factors,  resulting  in  a  price  slump; 

despite  OPEC’s  several  attempts  to  cut  off  their  crude  production  quota  to  stabilize 

the  oil  prices.  For  the  above  reasons,  the environmental  condition  is  also  viewed  as 

one of high dynamism by BCP’s executive team. Meanwhile, BCP is low in terms of 

complexity as it is still focused on domestic operations rather than going international. 

During the time of the high oil price, refineries have a positive impact of time 

lacking  between  crude  prices  and  product  selling  prices  (in  other  words,  inventory 

gain); however, the companies have to use significant parts of such gains to purchase 

higher prices of crude feedstock. Conversely, the current downward trend in oil prices 

has caused refineries’ inventory loss; nonetheless, they recognize the lower working 

capital  required  for  feedstock  procurement. In  order  to  balance the  risk  and  return 

matters arising from this unexpected movement in oil prices, BCP has been managing 

to  maintain  an  optimum  inventory  level  to  minimize  the  impacts  from  inventory 

value.  As  munificence  (so  called  capacity  Robbins,  1990:  218)  is  defined  as  the 

abundance of critical resources needed by organization operation against environment 
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(Castrogiovanni, 1991: 542). This level is the least dominant environment in compared to 

others.  In  sum,  the  dynamic  environment  is  the  most  critical  factor  affecting  the 

operational level and effectiveness of the organization. 

For the above reasons, the findings of the relationships between the organization 

and environmental uncertainty can be summarized as shown in Table Case 2.3. 

 

Table Case 2.3  Summary of Environmental Threat and Opportunity Perceptions of  

                           BCP 

    

Environmental  
Uncertainty 
Conditions 

Impact towards the organizational Effectiveness  Level of Assessment 

Munificence 
(Abundance) 

+The degree of abundance of critical resources 
needed by the firms, such as finance, raw materials, 
and technology 

Moderate-high 
(except technology, 
as new plant just 
installed) 

Dynamism +The frequent changes in environmental factors 
due to political-legal, number of laws related to 
organizational practices such as products/, services 
pricing, customers for new products. 
+ Government policy changes  

High 

Complexity +Degrees of differentiation and dispersion of 
critical resources. 
+Being less globalized (domestic vs.  international 
operation), 
+BCP focuses on domestic operation rather than 
expand globally 

Low 

 
 

2.3  Strategic Action: Strategic Leadership 

 

In the study of strategic action, part of the environmental condition is related 

to  the  internal  configuration  of  the  organization  per  se.  The  in-depth  description  for 

which the case study is known thus provides a demonstrable means of understanding 

how each component interlinks to the outcome of an organization.  The previous section 

was  focused  on  external  environment  conditions  which  impact  an  organization’s 

effectiveness. In this next part, the researcher has focused on two main areas: one is 

related to strategic leadership, and the other related to organizational structure. Two 

dimensions  are  focused  on:  strategic  leadership  and  organizational  structure. 

Strategically,  experience  shows  management  should  build  strategy  around  what  the 

company  does  well  and  avoid  strategies  whose  success  depends  on  something  the 
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company  does  poorly  or  has  never  done  at all.  Strategy  must  be  well-matched  to 

company strengths, weaknesses, and competitive capabilities. The researcher will start 

from the strategic leadership dimension followed by organizational structure and see 

how these two internal environmental conditions link to organizational effectiveness 

and its strategic stances. 

Basically, strategic leaders are viewed as a group of persons who have overall 

responsibility  for  an  organization's  outcomes  by  creating,  anticipating,  process  of 

communicating vision, and aligning the allocation of resources to cope with external 

opportunities.    Based  on  the  literature  review  in  the  study,  the  researcher  proposes 

three main components of ‘VIP’: Vision/mission, Process (Communication ability and 

Alignment),  and  Integrity  of  strategic  leadership.  That  is, vision/mission  relates  to 

visionary  capability  of  top  management in  seeing  the  future  and  pursuing  them,  a 

communication process alignment within the organization, commitment and integrity.  

Their  trust,  no  hidden  agenda,  being  frank  and  honest,  no  power  abuse,  this 

demonstrate clearly in the staff’s loyalty. 

 

2.3.1  Vision/Mission: BCP  

Declared  their  statements  of  Vision/Mission  in 2009  as  “A  Thai  leading 

Energy Company that operates on good governance principles with keen concerns to 

social and environmental aspects for Thailand and beyond.” The company has proved 

to  generate  continuous  profit  sharing  through  its  strong  and  modern  management, 

highly qualified and experienced human resources. The vision/mission statement has 

changed its focus, compared with the statement before 2008 as it placed emphasis on 

internal growth as stated: “To be the leading Thai-owned company in the energy and 

energy-related businesses, which creates business returns that are fair and sustainable 

with  full  commitment  to  environment  and society  by  modernized  management,  and 

also  added  with  mission  statements  for being  a  good  corporate governance,  with 

highly capable employees.” These statements clearly implied that BCP still focuses on 

domestic players rather than being global. These statements show moderate ambition. 

According to Campbell and Nash (1992: 32-33), the concept of vision has two main 

concerns, one being that a vision begins to lose its power when it is achieved. It is no 

longer a driving force for action and the organization can begin to lose direction. The 
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other is that if a vision is too ambitious, say, it is unlikely to be achieved in the next 

five  to  ten  years,  it  will  lose  its  power to  motivate  and  stimulate.  It  becomes  too 

unrealistic. Obviously, according to the above survey, BCP’s vision has been revised 

to  show  higher  ambition,  but  still  lacks  an  aggressive  direction.  Discussion  of  the 

mission  statement  can  be  divided  into two  schools  of  thoughts.  One  approach 

describes  mission  as  a  business  strategy,  (Hills  and  Jones,  2002:  7;  Wheelen  and 

Hunger, 2002: 10) or “what is our business?” of the firm (David, 1999: 9), whilst the 

other expresses the mission in terms of philosophy and ethics However, according to 

Davis and Peace(1987: 109), the research findings suggest that about 60 percent of all 

organizations  have  developed  a  formal  mission  statement  and  that  high-performing 

firms  have  more  well-developed  mission  statements  than  low-performing  firms.  To 

combine  these  separate  schools  of  thought,  professor  David,  (1999:  89-90;  David, 

2003),  proposed  ‘nine  components’ for  analysis:  customers;  product  or  service;  markets; 

technology; concern for survival, growth, and profitability; philosophy; self-concept; 

public image, and employees. The study is based on this framework. 

According to BCP’s corporate mission, there are at least six components that 

top  management  have  defined  as  being corporate  goals:  “To  be  a  secure  Thai 

company operating a petroleum business in conformity with the common good, and 

contributing to the betterment of Thai society.” This is also reflected in the “Greenery 

Excellence” concept as well. For corporate culture, the company focuses on the aim 

“to  develop  sustainable  business,  while  safeguarding  environment  and  society”,  and 

for  the  staff  it  aims  to  “be  respectable,  knowledgeable,  and  helpful  to  others”. 

Moreover, BCP has developed their  long-term plan as stated in the 5-year objectives 

(2005-2009)  plan:  1)  the  financial  objective  is  to  generate  over  Bt5,800  per  year  in 

EBITDA (Earning Before Interest, Taxes, Depreciation, and Amortization) and over 

17%  per  year  in  ROCE  (Return  on  Capital Employed);  2)  for  the customer,  it  is  to 

refine  and  supply  oil  at  an  average  of  100 KBD,  or  level  sufficient  to  the  market 

demand,  and  to  achieve  the  sales  volume  of  over  80%  in  its  refinery  capacity  via 

Bangchak’s  marketing  channels;  3)  for  safety  &  environment  it is  to  gain  public 

confidence and trust towards the products, as well as help look after the interests of 

the environment-especially those of neighboring communities surrounding the refineries, 

oil storage warehouses and service stations; 4) the internal process objective is  to be 
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certified by an authorized agency or respected credit rating organization as a company 

with  good  corporate  governance and  effective  risk  management  in  accordance  with 

the guidelines provided by the Stock Exchange of Thailand; and  (5) the objective as 

regards  learning  &  growth  is  to  be  a  knowledge-based  organization  with  life-long 

learning corporate culture and staff. 

In the in-depth interview, when asked what the company would like to become 

in next 7-10 years, TMT explained that:   

 

“If we don’t want to be merged or acquired by other company, then 

over the past three to four years, we have had to do two things: for 

the strategic group, firstly, we have needed to find the new business 

solution such as solar cell, wind energy; secondly, we have needed to 

improve the existing business’s effectiveness. For instance, we have 

a  new  plant  (worth  1,000  million  baht)  producing  300,000  litres  of 

biodiesel per day for products of bio-diesel for sale at 2, 5, and 100 

baht  at  Bangchak    Biofuel,  Bangprain-Ayudhaya.    We  also  have  a 

consultancy team for long-term plans, looking closely along the value 

chain;  for  example,  the  new  business  unit  will  take  care  of  renewal 

energy  projects  for  the  next  8-10  years  or  an  “Energy  Excellence” 

projects…anything which moves beyond oil products. We also joined 

Energy Department for long-term planning over 15 years and we also 

have the same structure as PTT; for the mission, we would like to use 

the  win  principles  for  all  five    stakeholders,  that  is  for,  customers, 

employees, suppliers, community and  shareholders.”  

With the above evidence of in-depth interviews and corporate statements, the 

findings of the mission statement can be summarized as shown in Table Case 2.4. 
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Table Case 2.4  Evaluation Matrix of Mission Statements 

 

Mission Element Statements Evaluation 
Customers Clearly stated in corporate value to supply oil and 

serve  customer demand.  
Yes 

Product/services Beyond the existing products, BCP leads the market 
for renewable energy products 

Yes 

Markets (not specified, but domestic focus) No 
Technology (not specified) No 
Concern for survival, 
Growth, Profitability 

“To be a secure Thai company operating the 
petroleum business in conformity with the common 
good, and contributing to the betterment of Thai 
society.” 

Yes 

Philosophy “Greenery Excellence” concept Yes 
Self-concept Not specified the concept No 
Concern for public 
image 

Operating with good corporate governance practices 
in SET - to gain public confidence and trust towards 
the products, as well as safety and environment – 
especially those from neighboring communities 
surrounding the refineries, oil storage warehouses 
and service stations. 

Yes 

Concern for employees For the staff: “Be respectable, knowledgeable, and 
helpful to others” 

Yes 

 

Employee  attitudes  is  a  measurement  to  evaluate  the  vision  of  strategic 

leaders.  Without  vision,  strategic  leaders cannot  lead  people  in  the  same  direction. 

Therefore,  good  vision  must be  communicated  to  followers.  If  they  understand  the 

vision/mission  statement  clearly,  then  they  can  take  action  and  allocate  resources  to 

achieve  the  destination.  Therefore,  employee  attitudes  in  this  component  are  very 

important.  The  researcher  has  developed two  cross-checked  viewpoints  for  their 

strategic leadership by basing on executives and employees’ viewpoints. The findings 

are as follows: 

2.3.1.1  The Executives’ Attitudes towards Strategic Leadership Surveys  

In the survey (see Appendix X-BCP; Case 2.A4, Case 2.A6), the three 

main  components  that  will  be  focused on  this  study  are  strategic  visionary 

(vision/mission),  process/  alignment  (cascading  down)  to  action,  and  integrity.  With 

regards  to  attitudes  about  their  strategic  leaders,  the  survey  showed  that  the  top 

executive team (TMT) is quite conservative. For example, over half of the executive 

respondents  disagreed  and  strongly  disagreed  that  their  TMT  are  risk-  takers 

(statements 8, 9, 10); moreover, over half (58.3%) of the management mostly agreed 

that  their  top  executives  encouraged  the  development  of  innovation  and  marketing 
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strategy  (statement  11).  Additionally,  respondents  were  mainly  (83.3%)  agreed  that 

top executives management have articulated a clear vision/mission to them (statement 

13). When asking whether top management are likely to implement certain plan or not 

(statement  12),  the  findings  show  that there  are  distributive  opinions  among  TMTs 

which  implies  a  gap  between  plan  and  real  action.    This  can  be  explained  by  the 

assertion that some functions need more dynamic and flexible plan such as marketing 

and  sales,  while  some  need  a  certain,  identified  plan  such  as  finance/accounting, 

production,  and  IT.  This  is  matching  strategic  intent  and  realized  strategy  as 

postulated  by  in  what  Hamel  and  Prahalad. The  realized  strategy  often  differs  from 

the  intended  strategy  because  unforeseen environmental  or  organizational  events 

occur  that  necessitate  modifications  in  the  intended  strategy  (Hamel  and  Prahalad, 

1989; Mintzberg, and Quinn, 1996:41-45; Hill and Jones, 2001: 28-29).  

2.3.1.2  Employee’s Attitudes towards Strategic Leadership 

Process/ alignment (cascading down) to action, and integrity were two 

components also surveyed among the employees (Table Case 2.A8). The respondents 

are  mainly  female  (60%),  with  the  main  age  range  of  35-54  (75%).  Half  of  the 

respondents had bachelor degrees, one-third graduated in master degrees and above, 

with a variation in working experience. The majority have worked for over 10 years 

(44.8%),  and  a  half  have  total  professional  experience  of over  11  years.  The 

respondents  are  mainly  from  the  administrative  group  (finance/accounting,  IT, 

procurement,  HR  etc.).  Regarding  top  management’s  vision/mission  statements,  the 

findings  show  that  over  89%  of  the  employees  are  strongly  agreed  that  they  have  a 

clear understanding of the organization’s vision and mission (statements 1.1, 1.2, and 

1.3),  and  mainly  three-quarters  are  mostly  agreed  that  the quality  policy  caused 

changes in their work and responsibilities (statements 1.4, 1.6). The rest are still not 

quite sure, additionally, their concern mainly regarded insufficient human resources in 

supporting  quality  development  (statement  1.5). Over  half  are  mostly  agreed  that  in 

their  knowledge  and  current  structure  support  the  quality  development  program 

(statements  1.7,  1.8,  1.9).  Related  to  their  strategic  leaders,  the  majority  of  the 

employees  (about  70%)  viewed  the  top  executive  management  as  the  role  models, 

being  successful,  and  having  created  corporate  values  and  culture  (statements  1.10, 

1.11, 1.12).  Besides, the employees concurred mainly on their responsibility towards 
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the  customers  (statement  1.13).  Nonetheless,  regarding  to  organizational  structure, 

over  half  (50%)  believed  its  current  structure  fitted  its  operations,  but  one-third 

(35.3%) and almost one-quarter viewed themselves to be limited in decision-making. 

This  implies  that  these  are  quite  moderate  and  high  concerns  (statement  1.4,  1.5). 

Finally,  half  of  the  employees  viewed  the  current  information  system  as  being 

efficiently utilized with some room for improvement as well (statement 1.16).  

Regarding  to  process  alignment,  as  the  survey  was  related  to  employees’ 

work efficiency,  three-quarters were mostly agreed that their role and responsibilities 

were able to link to the organization’s success (statements 2.1, 2.2, 2.3). The staff’s 

initiative to lead to work effectiveness is somewhat moderate and rather high. In terms 

of loyalty to the firm (statements 3.1 through 3.4), over three-quarters of employees 

strongly  demonstrated  their  pride  in  the  organization’s  reputation,  recommendation 

with word-of-mouth, work preference, and were confident in the firm’s future, even 

though some (14.7 %, statement 3.4) would be willingness to change the work. 

 

2.4  Summary of Strategic Leadership 

 

Based on the both surveys, strategic leadership in BCP overall is quite strong 

and,  TMT  are  quite  conservative  in  their  managerial style  from  the  view  of 

executives. This shows the transformation of vision/mission to policies and practices 

are  aligned  with  the  operations.  Moreover, the  translation  of  the  message  of  these 

visionary strategic leaders was in line with scholars and business schools of thought. 

Additionally, in the findings, there are some concerns related to the translation of the 

quality development, with some employees disagreeing with of the current practices, 

and  being  limited  in  making  decisions  independently,  with  more  room  for 

improvement. The findings of the strategic leadership component can be concluded in 

Table Case 2.5. 
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Table Case 2.5  Summary of Strategic Leadership towards Organizational Effectiveness 

 

Strategic 
Leadership 

Impact of each Company to Organizational 
Effectiveness 

Alignment Level 
Assessment 

Vision/mission +Has vision statements, formulated by TMT, 
BOD 
+Covers mainly customers, products/services, 
financial growth, public images, employees, 
community and national support 
+Assessed by managerial teams as strongly agreed 
in strategic leadership 

+ Assessed by employees as the icons for success, 
and committed to organization values and cultures 

High 

2.Process/ 
Alignment 
-Corporate policy 
-Employee’s work  
efficiency 
 
3.Integrity 
-Staff’s  loyalty  to 
organization  
 

+Viewed by other executives, and employees’ 
attitudes are mainly agreed in transforming 
vision/mission into practice 
+The highest frequency of employees’ attitude 
into alignment is clear vision in cascading down 
all levels,  
+Creating good relationships with customers is 
everyone’s responsibility. 
+Clear in role and duty 
+ Highly loyal to organization 
-Quality development to all have more rooms to 
improve, as well as the process and more 
decision-making 

Moderate rather High 

 

Another  viewpoint  of  strategic  action  related  to  the  strategic  leaderships  and 

organizational effectiveness is the organizational structure which will be addressed in 

the following section. 

 

2.5  Strategic Action: Organization Structure 

 

One role of strategic leadership is related to social architecture (Robbins,1990). 

The  study    of  organizational  structure  and  its architecture  is  related  to  the  internal 

environment, as well as how well it reacts to external environment conditions. 

The  organization  chart  of  BCP  illustrates the  five  main  divisional  structures 

(Figure Case 2.1) by business units; refinery business, marketing business, accounting 

and  finance,  corporate  administration and  information  technology,  and  the  newly 

created business development & strategy division.  
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Figure Case 2.1  BCP’s Organization Chart 

 

According to the BCP’s annual report in 2008, effective work processes and 

highly competent human resources are essential for business development to be more 

efficient,  transparent,  and  competitive,  so  the  company  is  focusing  on  extending  its 

employees’  competency  while  improving  their  satisfaction  and  engagement  toward 

the organization, as well as introducing effective management tools and information 

technology  that  can  be  adapted  to  the company  in  order  to  enhance  business 

competitiveness. BCP has also set the development strategy of holistically development in 

four areas: human resources, work process, IT application, and the corporate image as 

well.  

 

2.5.1  Strategic Leaders: TMT’s Executive Profiles Survey 

Strategic leaders refer to the president and TMT of the organization, according 

to  the  human  resources  survey  of  the  Company,  BCP’s  top  executive  management 

team presently consists of nine persons, with eight of them with master’s degree  and 

one  with  a  doctoral  degree.  Many,  have  engineering  background  as  shown  in  Table 

Case 2.6. 
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Table Case 2.6  Strategic Leader’s Profiles of the BCP 

 

Education Background Frequency % 

Education   

Bachelor Degree                      -                - 

Master Degree 
8 88.9 

Doctoral Degree 
1 11.1 

Total 
9 100 

Field of Study in Bachelor Degree 
  

Engineering 
7 77.8 

Economics 
1 11.1 

Political Science 
1 11.1 

Total 
9 100 

Field of study in Master Degree 
  

Engineering 
5 55.5 

Management/MBA 
4 44.4 

Total 
9 100 

Field of study in Doctoral Degree 
  

Engineering 
1 100 

Total 
1 100 

 

Table Case 2.7  Descriptive Statistics of Strategic Leadership: Executive Profiles  

                           (2008-2009) 

 

Descriptive 
Statistics 

Age (years) 
Working Experience in 
the current position 
(tenure); (years) 

Experience in 
this Company 
(years) 

Professional 
Experience (years) 

min 45 1 1 12 

max 55 6 24 33 

Average  50.11 3.78 14.78 23.89 

Sum 451 34 133 215 
Standard 
Deviation 3.33 1.99 7.92 6.92 
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According to the survey in Table Case 2.6, in terms of the professional profile, 

TMT has an average age of 50 years old (45-55), with the average tenure position of 

3.78  years.  Additionally,  they  all  have  high  professional  experiences  from  14.5 

through 23.9 years; nonetheless, there is a widening gap among the groups as shown 

in experience for both in the company and total professional years (SD =7.92 and 6.92 

years respectively). 

During the past four years, BCP has expanded its business with total assets in 

2005 of 34,263 million baht, to over 42,540 million baht in 2008 or on average 6% 

per  year.  By  the  end  of  the  first  half of  2009  this  stood  at  52,864  million  baht  (See 

Table Case 2.13). The manpower during the year 2005-2008 was changed by +4.9% 

on  average.  As  for  TMT’s  headcount,  this  increased  by  37.5  %  on  average  (2005-

2008).  In  terms  of  the  span  of  control  (operation/management  level),  this  was  quite 

stable, declining a little from 5.3 (2005) to 5.0 (2008), whilst the management level 

increased from 132 to 167, or an averaged of 6.6 % as shown in Table Case 2.8. This 

is  in  line  with  the  concept  of  a  narrow  span  of  control  which  creates  high  vertical 

differentiation and a tall organization (Robbins, 1990:88).  
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Table Case 2.8  BCP’s Human Resources Management (Manpower Planning) 
 

Position 2005  2006  2007  2008 

CEO, President 1 1  1  1

COO, SEVP,EVP, CFO 3 3  4  5

Director 1 1  1  3

Division 9 9  10  10

Department 40 42  42  44

Middle management 127 138  149  158

General staff 568 632  658  676

Total Manpower 749 826  865  897

Manpower 749 826  865  897

Average manpower        

Division Level 83.2 91.8  86.5  89.7

Department level 18.7 19.7  20.6  20.4

Top Management Team (TMT) 5 5  6  9

manpower excluded TMT 744 821  859  888

avg manpower of TMT level 148.8 164.2  143.2  98.7

Operations  568 632  658  676
management levels (TM+middle 

management) 132 143  155  167

Span of control 5.3 5.4  5.2  5.0
 

Source:  BCP’s HR Survey, 2009. 

 

2.5.2  Organizational Structure Analysis 

Given the findings, management needed to reevaluate how well the strengths 

and weakness of the current structure fit both the intended strategy and the potential 

opportunities  and  threats  in  the  future  environment.  The  following  study  related  to 

internal  environment  especially  in  organizational  structure  which  can  be  classified 

into three dimensions: complexity, formalization, and centralization. 

  2.5.2.1   Complexity 

Complexity refers to the degree of differentiation that exists within an 

organization which can be studied from the following three sub-dimensions: 

1)  Horizontal differentiation considers the degree of horizontal 

separation  between  units  based  on  the  orientation  of  the  members, the  nature  of  the 

tasks they perform, and their education and training. Since BCP’s divisional structure 

has many diverse units and functions, the horizontal differentiation is quite high. 
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2)  Vertical differentiation refers to the depth of the organizational 

hierarchy  or  in  the  structure.  Differentiation  increases,  and  hence  complexity  as  the 

number of hierarchical levels in the organization increases. In short, the more levels 

that  exist  between  top  managements  and  operatives,  the  greater  the  potential  of 

communication  distortion,  the  more  difficult  it is  coordinate  the  decisions  of  managerial 

personnel,  and  the  more  difficult  it  is  for  strategic  leaders  to  oversee  the  actions  of 

operatives. As shown in Table Case 2.8., the narrow of span of control (5.0) increases 

high vertical differentiation and a tall organization (Robbins, 1990:87-89).  

3)  Spatial differentiation refers to degree to which the location 

of an organization’s facilities and personnel are dispersed geographically. An increase 

in any one of these factors will increase an organization’s complexity. 

 

Table Case 2.9  The Complexity of BCP’s Organization Structure 

 

Complexity Reason of assessment 
Level of 
complexity 

Horizontal 
differentiation 

1.Number of official job titles different units in 
divisional units such as refinery, marketing business 
units and supporting functions 

High 

Vertical 
differentiation   

2.A depth in the structure which is measured by number 
of divisions and subunits; or number of  hierarchical 
levels from the top to the lowest levels of the 
organization) 

High 

Spatial 
differentiation 

Since the location is mainly dispersed geographically in 
the domestic country Thailand, and does not cover the 
overseas operations. 

Low 

 

2.5.2.2   Formalization  

BCP has continued to promote good corporate governance through its 

guidelines,  consisting  of  Accountability, Responsibility,  Transparency,  Equitable 

Treatment, Vision to Create Long Term Value and Ethics (ARTEVE), to be employed 

and  adapted  in  daily  work  or  operation,  as its  corporate  culture.  It  also  encourages 

‘Enterprisewide Risk Management’ (ERM) tool to be deployed to all divisional levels 

by  educating  employees  and  managing  brainstorming  sessions  to  identify,  quantify, 

and produce appropriate risk mitigation plans associated with each level’s target, from 

the  organizational  to  divisional  levels. Moreover,  the  Company  has  introduced  and 

applied Activity Based Budgeting to monitor and control the Company’s expenditure 
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associated with its progress or success level, in order to achieve greater efficiency and 

effectiveness  in  financial  management and  control.  In  2008  the  Company,  also 

introduced the Thailand Quality Award (TQA) as a guideline or standard to analyze, 

verify and improve work processes to be more efficient, effective, and compliant with 

world  class  standards  by  initially  reemphasizing  the  PDCA  (Plan-Do-Check-Act)  in 

daily work processes. TMT explained in further detail: 

 

“We have rules and regulations especially focusing on safety and crisis 

management. We make no compromises on safety and even the corporate 

governance  is  strictly  adhered  to  Manuals  and  SOP  are  given  to 

employees  have  from  day  one  but  actual  implementation  is  probably 

another story. This is prone to less intensity.  (Safety, =10, CG corporate 

governance (10); manuals for employees, implementation (7-8).” 

In  the  survey  (see  Table  Case 2.A8,  statement  1.14),  regarding  the 

employees’  attitudes  towards  the  organizational  structure  facilitating  to  the  firm’s 

operation,  most  are  agreed  that  the  company  is  in  good  shape.  However,  one-third 

neither  agreed  nor  disagreed  (whilst, 14.7%  mostly  disagreed).  The  degree  of 

formalization was assessed as high. 

2.4.2.3 Centralization 

According  to  the  survey  (Table  Case  2.13,  item  1.15),  half  of  the 

employee’s  respondents  viewed  themselves  as  having  less  involvement  in  decision-

making. Some executives also explained: “In terms of centralization in BCP, I would 

like to give a 7-8 score (of 10), as we are in the refinery business, rules and regulations 

are still important.”   

Moreover, relating to HR, the Company successfully employed several 

information  technologies  and  applications  to  increase  efficiency  and  transparency 

such  as  e-Payment  and  e-Benefit  for  employee  reimbursements,  Direct  Debit  for 

payment received from customers, an e-Legal System to manage the legal and lawsuit 

database  and  the  Radio  Frequency  Identification  (RFID)  to  control  access  to  the 

refinery and office. With the above tools such as ERM, SAP, e-payment and so forth, 

it  was  designed  to  make  substantial  improvements  in  work  efficiency,  and  decision 

making at a certain level. The centralization was assessed as medium to high. 
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In  the  study,  according  to  Burns  and  Stalker’s  framework  in 

identifying  organizational  environments  as  either  dynamic  or  stable,  the  stable 

environments  evoked  a  rigid,  mechanistic  structure  while  dynamic  environments 

produced  a  flexible  or  organic  structure.  In  the  case  study  of  BCP,  the  assessment 

from  top  executives,  and  managerial  perception  survey,  was  dynamic,  therefore, 

BCP’s  structure  is  not  consistent  with  the  prediction  of  Burns  and  Stalker’s  of  an 

organic structure characterized by flexibility and adaptability.  

According to Mintzberg’s configuration, for simple and dynamic, and 

sometimes hostile environments, as effective organization is predicted to one with a 

simple  structure;  that  is, the  key  is  coordinating  through direct  supervision  with  a 

strategic  apex  on  top.  The  organization  is typically  young  and  small.  Nevertheless, 

when  considering  the  real structure  of  BCP  during  the study,  the  structure  should 

match  with  a  hybrid  or  mix  between  “Machine  Bureaucracy”  and  “Divisionalized” 

form” as per Mintzberg’s configuration typology. This is because, its standardization 

of work, oil yields (output) , and petroleum products, the organizations are typically 

old  and  large  (25  years,  with  898  staff),  with  the  flow  of  authority,  and  regulated 

system  significant  throughout  the  organization.  Since  the  complexity  is  low  as  BCP 

has  been  focusing  on  the  domestic  market in  the  main;  therefore,  the  company  by 

definition  will  not  be  in  line  with  what  Mintzberg’s  recommendation  to  increase 

organizational effectiveness (Mintzberg, 1993: 280-281).   

 

Table Case 2.10  Summary of Predicted and Real Structural Characteristics of BCP 

under Unstable and Unpredictable Environment of BCP’s Executives 

by Burn and Stalker 

 

Variables 
Predicted structural 

characteristics of firm according to 
Burn & Stalkers 

Real structural characteristics of 
the firm 

Environment 
Unstable and Unpredictable 

(Dynamic) 
Unstable and Unpredictable 

(Dynamic) 
Organizational 
Structure Organic  Mechanistic  

Formalization Low High 

Centralization Low Moderate  

Complexity  Low High (low in spatialization) 
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According  to  the  above  analysis,  the  relationship  between  the 

environment  and  organizational  structure of  BCP  can  be  summarized  as  shown  in 

Table Case 2.10, Case 2.11. When considering the research findings of the impact of 

all  environmental  variables  on  the  organizational  structure  of  BCP,  it  is  found  that 

they  do  not  have  enough  influence  on  all  structural  dimensions.  Therefore,  the 

environment  does  not  seem  to  be  a  major determinant  of  BCP’s  structure  in  this 

regard, and will lead to the sub-optimization of organizational effectiveness. 

 

Table Case 2.11  Summary of Predicted and Real Structural Characteristics of BCP 

under Unstable and Unpredictable Environment by Mintzberg 

 

Variables 
Predicted structural 

characteristics of firm according to 
Mintzberg 

Real structural characteristics of 
the  firm  

Environment Dynamic and Simple Dynamic and Simple 

Structure Simple structure Machine Bureaucracy 

Formalization Low High 

Centralization High Moderate to rather High 

Complexity  Low High 

 

2.6  Relationship of Strategic Stance–Environment-Structure 

 

In  the  study,  even  though  the  BCP  is  ranked  number  4  in  the  market  as 

illustrated in Figure Case 2.2, when asking about the strategic stance of the firm, the 

TMT responded: 

 

 ‘We believe, we are the prospector type. The main reason being that 

our  MD,  Dr.  Anusorn    is  the  strategic  prospector  type,  because  as 

mentioned  before,  the  former  process  of  our  refinery  was  hydro-

skimming. We have to had add more additives to increase the octane, 

which is the same as hydrocracking. We then search for new ways, and 

based  on  the  self  sufficiency  concept  of  our  King,  used  TE-ethanol, 

and  promoted  it  to  the  farmers  or  horticulturists;  that  is,  we  changed 
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the crisis into opportunity, changed from the bad situation to be good 

situation. And this is not just only for 91, 95 gasoline, it also includes 

‘bio-diesel’ as a market leader as well.’ 

 

There  are  more  reasons  why  BCP  believe  they  are  still  playing  the  role  of  a 

key market leader, especially for new product development. The TMT also provided 

some key comments: 

“We believe we are not the reactor type because when we have led the 

market  through  launching  new  products,  for  instance    introducing  

‘Green  Net’.  Even  though  this  is  still  an  unleaded  product  type 

(unleaded  benzene),  the  market  also  needs  to  follow  according  to  the 

production,  or  sometimes,  we  have  changed/  eliminated  the  old 

formula, and use this new one such as ‘gasohol’ to lead to the market. 

So  that  is  why  we  are  not  the  reactor.  Indeed,  we  are  quite  the 

prospector.”   

 

          
 

Figure Case 2.2  Thailand Refinery capacity 

Note :  The Aromatics (Thailand) Public Company Limited (ATC) and Rayong 

Refinery Public Company Limited (RRC) have amalgamated their businesses 

and become PTT Aromatics and Refining Public Company Limited or 

PTTAR since 27th December 2007 

 



196 

 

 

As mentioned in the literature review, Miles and Snow's framework is applied 

to the study, as the most important research on the strategy-structure relationship has 

been  undertaken  using  this  framework  (Robbins,  1990:  130).  In  the  level  of 

competitive  analysis  within  a  particular industry  or  strategic  group,  this  strategy 

characteristic type is useful for the various competitors for predictive purposes (Miles 

and  Snow,  1978);  that  is,  the key  element  in  Miles  and Snow's  strategy-structure 

theory  is  the  management's  assessment  of  environmental  uncertainty.  Since  in  this 

study, the environment is assessed by TMT as one of uncertainty, and the analyzer is 

a  hybrid  of  stability  and  flexibility,  the  organizational  structures  have  moderately 

centralized  control,  tight  controls  over  current  activities  and  looser  controls  for  new 

undertakings. The BCP Group has under the uncertainty environment some structure 

characteristics that are in terms of centralization mixed or hybrid, highly centralized 

in headquarters especially for the financial, risk management (e.g., hedging, reporting 

in  compliance  with  SET,  Stock  exchange  of  Commission-SEC).  Meanwhile,  the 

strategic  business  units  or  divisions  are  primarily  concerned  with  specific  goals;  for 

instance,  they  have  broad  autonomy  in  their  operations  and  decision-making 

development  of  their  own.  Therefore,  they are  decentralized,  with  decision  shared 

throughout the organization to a certain degree. 

In addition, according to the executives’ perception survey (with reference to 

Table  Case  2.6A,  statements  1-3),  two-thirds  of  executives  believed  in  taking  a 

prospective strategy in exploiting opportunities. And over 40% (41.7%) viewed that 

an innovation is key to success. In short, it was quite obviously, the firm’s main focus 

was  innovation.  Nevertheless,  as  previous  analysis  shows,  the  current  structure  of 

BCP was still not able to support much as recommended by Miles & Snow. 

For  the  above  reasons,  the  relationship  of  environment-structure-strategy  of 

BCP’s strategic typology is mixed between analyzer and prospector. The conclusions 

of the finding can be summarized as shown in Table Case 2.12.  
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Table Case 2.12  Summary of Predicted, Real Characteristics, Strategic Stance of BCP 

  

Determinant    
variables 

Predicted strategic 
types of the firm 
according to Miles & 

Snow 

Predicted strategic 
types of the firm 
according to Miles & 

Snow 

Real characteristics of the  
firm  by strategic leaders-

TMTs 

Strategic Stance  Prospector Analyzer 
Partially Analyzer and not 
purely Prospector 

Goals 
Flexibility  Stability and flexibility, 

hybrid 

Environment 

Dynamic, uncertain 
environment, turbulent 

domain Changing or Hybrid 

Dynamic, uncertain 
environment, turbulent domain 

Structure loose structure Divisionalized Form 

Formalization Low High 

Centralization Low Moderate 

Complexity  Low 

Moderately centralized 
control; tight control over 
current activities; looser 
controls for new 
undertakings, Matrix 

Structure Moderate to rather high (low in 
spatialization) 

Product Innovation 
Yes  some new products 
launched such as    Euro- IV, 

biodiesel 

Market  
 

New market 
opportunities 

 

- Core of traditional 
products; Enter new 
market after viability 
established by prospects 

No, still on domestic focus 
 

 
 
2.7  Relationship of Strategic Stance and Organizational Effectiveness 

 

The last part of the case study is explores the interrelationship of the overall 

organization effectiveness and the strategic stance by using balanced score concepts 

as follows: 

 

2.7.1  Financial Perspective: 

The first measure is related to financial analysis derived by using the archived 

data  from  SET  (Table  Case  2.13).  According  to  BCP’s  report  on  the  financial 

performance, the following analysis was given: 
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Table Case 2.13  Financial Analysis of BCP (2005-2008, and First Half of 2009) 

 

Y/E '05 Y/E '06 Y/E '07 Y/E '08 Q1 '09 Q2 '09

31/12/2005 31/12/2006 31/12/2007 31/12/2008 31/3/2009 30/6/2009

34,263.45 37,585.68 44,986.76 42,539.84 49,636.72 52,863.55

21,393.18 18,937.00 23,762.10 22,776.57 28,362.37 29,542.14

12,869.76 18,648.17 21,224.16 19,724.12 21,218.93 23,266.74

687.48 1,119.10 1,119.13 1,119.13 1,119.13 1,119.13

86,527.86 95,374.78 95,456.04 129,280.03 23,812.46 52,520.15

2,926.72 195.53 1,763.76 -750.09 1,591.24 4,294.78

4.36 0.2 1.58 - 1.42 3.84

11.22 2.32 8.05 -0.58 1.64 3.84

25.84 1.24 8.85 -3.66 -0.05 3.62

3.38 0.21 1.85 -0.58 6.68 8.18

30/12/2005 29/12/2006 28/12/2007 30/12/2008 7/8/2009 24/8/2009

2.93 11.62 23.59 3.03 N.A. 22

0.72 0.48 0.8 0.38 0.8 0.8

18.99 17.32 17.55 20.6 18.96 20.79

N.A. 2.22 1.21 3.87 3.3 3.01

13.4 8.3 14 7.75 14.5 15.9

9,212.26 9,288.50 15,667.85 8,673.27 16,962.53 18,600.30

Financial Data

(Unit: M.Baht)

Period

as of

Net Profit

Assets

Liabilities

Equity

Paid-up Capital

Revenue

Statistics as of

EPS(Baht)

Financial Ratio

ROA(%)

ROE(%)

Net Profit Margin(%)

Last Price(Baht)

P/E

P/BV

Book Value per share(Baht)

Dvd. Yield(%)

Market Cap.  

 

Source:  SET, SETSMART, 2004-2008. 

 

To measure the success of a firm in terms of financial performance, five key 

financial ratios were selected: Return of Asset (ROA), Return of Equity (ROE), Debt 

to Total Equity (D/E), gross profit margin, and net profit margin. By using 2004 as the 

basis from which to calculate growth change, the researcher can make a comparison 

of  the  performance  each  year,  and  at  the  same  time  in  order  to  compare  across  the 

company within the same industry, the Z-score, and T-score were applied as shown in 

Table Case 2.14.  
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Table Case 2.14  Finance Analysis Related to Organizational Effectiveness 

 

Financial ratio PTT BCP TOP EGCO BANPU RATCH BAFS  industry

ROA (%) 1 2 1 2 5 5 2 1

ROE (%) 1 2 1 1 4 3 1 1

- D/E Ratio (times)  3 3 2 4 4 5 5 4

- Gross Profit Margin(%) 2 5 3 2 3 5 2 3

- Net Profit Margin (%) 2 5 3 4 5 5 2 5

ROA (%) very low low very low low very good very good low very low

ROE (%) very low low very low very low good good low very low

- D/E Ratio (times) moderate moderate low good good very good very good good

- Gross Profit Margin(%) low very good moderate low moderate very good low moderate

- Net Profit Margin (%) low very good moderate good very good very good low very good

COMBINATION

Financial Assessment 1.8 3.4 2.0 2.6 4.2 4.6 2.4 2.8  

 

Note:  1)  Archived data was based on SET Smart, 2004-2009 Analysis     

           2)  For Industry was based on average for 7 companies for calculating Z-Score, 

T-Score to transform the raw data as a normalized score for comparison. 

           3)  Note: Low = 1.0-2.33;  Moderate = 2.34-3.66 ; High =  3.67-5.00 

 

In the analysis, compared with the total industry, of the five key performance 

indicators; overall, during the first half of 2009, BCP was ranked as moderate (3.4 out 

of 5) (see Appendix K. Table K2.1 through K2.5 and Table Case 2.14). 

 

2.7.2  Customer Perspective: Customer Satisfaction 

In  terms  of  the  linkage  between  the  company’s  strategic  direction  and 

operation,  the  study  aims  to  find  out the  Company  commitment  (Responsibility 

towards consumers policy) in providing their customers with clearly stated corporate 

value,  to  supply  oil  and serve  the  customer  demand  and  maximize  customer 

satisfaction  as  well  as  trust  in  product and  service  quality,  and  whether  it  is  in  line 

with  the  Company’s  mission/vision  or  not. The  survey  was  also  conducted  to  seek 

verification.  

On  the  treatments  of  its  consumers,  BCP  has  stated  in  its  Corporate 

Governance  Policy  that:  “The  Company  shall  strive  to  improve  the  quality  of  its 

products and services to maximize customer satisfaction as well as trust. Its policy is 

to deliver products that meet customers’ needs or exceed their expectations, under fair 

conditions  with  customers  being  given  adequate,  accurate  and  up-to-date  relevant 
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information. The Company shall not resort with any exaggeration which may mislead 

the  customers  about  the  quality,  volume,  or  conditions  of  the  products  or  services. 

Also,  the  Company’s  employees  shall  keep  customers’  confidential  information  a 

secret and shall never illegitimately use the said information for personal interest or 

the interests of any other entity”. 

In terms of product improvement for consumers, BCP has placed emphasis on 

the  production  and  distribution  of  clean  energy.  For  instance,  it  stated  that  eco-

friendly  fuel  products  can  reduce  the  emission  of  carcinogenic  substances,  toxic 

fumes, lampblack and dust particles from vehicles. Besides, thanks to the Company’s 

dedicated product improvement, its products usually boast quality that is higher than 

what is required by the government. Many of them have also been launched into the 

market  much  sooner  than  government’s  expectations.  All  of  the  BCP’s  products  are 

sold  at  reasonable  prices  because  it  is  well  aware  that  fuel  plays  a  vital  role  in  the 

country’s economic infrastructure. However, as fossil fuel is an exhaustible resource 

from a million-year-long process, the Company has launched campaigns to save such 

energy.  From  my  observation  during  the  headquarters  visit,  there  are  a  lot  of 

campaign activities such as “Voices” posted on the white boards, to let all customers 

or  employees  to  write  or  express  their  ideas  related  to  BCP.  The  ‘Greenergy 

Excellence’  slogan  is  also  posted  clearly  to  emphasize  their  determination  of 

corporate values in producing energy without being harmful to the environment.   

In  order  to  confirm  whether  the  company  has  been  successful  in  its  aims 

according  to  customers,  a  customer  satisfaction  survey  was  carried  out,  since  fuel 

products (gasoline, diesel, biodeisel etc.) are the main sources of revenues (70-80%) 

and the other is in retail (non-oil business).  This  study,  therefore,  focuses  on  only  a 

gas station survey. The findings are as follows: 

 

2.7.3  Customer Satisfaction Survey 

 

2.7.3.1  The demographic characteristics of respondents in the sample: 

As mentioned in the Case Study of PTT, the survey was conducted only on 

customers from gas stations, which accounts for the big sources of revenue for both 

enterprises.  The  researcher  also  made  a  comparison  with  other  international  companies 
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such as ESSO (just entered SET in 6 May 2008), and Shell. The findings show that 

every  gas  station  is  operating  at  the  highly  satisfactorily  levels;  however,  a 

comparison  of  the  details  and  score  reveals  that  PTT  and  BCP  have  higher  average 

scores  of  the  four  brands.  The  findings  for  BCP  also  show  that  the  complaints  and 

suggestions of the customers are related to facilities such as the  parking lot and toilet 

cleanliness. TMTs also pointed out the effects of customer complaints on the quality 

of product, and the response of the company to issue the product’s quality assurance 

policy to maintain their customer satisfaction level. For instance, “For suppliers, we 

will have a fair price and have negotiations. No forcible prices. For the big cases, we 

have no issues; for instance, for B5, B2 or gasohol, there should be no problems, as 

we  have  conducted  the  research,  admittedly,  at  the  beginning  of  the  new  product 

launch  (biodiesel).  Our  problem  is  our  lack  of  confidence.  Any  impact  to  the  car’s 

engine and our market will respond quickly. To solve this problem, we have a quality 

guarantee  policy.  If  you  can  prove  that your  car  has  a  problem  because  of  our 

products (renewable), such as the engine breaks down or malfunction, in this case, if 

we can prove, then we definitely pay all the expenses.” Moreover, TMT also added: 

“As  for  customer  satisfaction,  we’re  taking  care  of  our  customers,  especially  at  the 

gas station, starting with a service that is speed with minimum queuing, and quality 

staff.  We’ve  conducted  a  survey  every  year.  When  asked  the  details  of  how  they 

conducted  the  survey;  TMT  stated  explicitly:  “We  conducted  it  according  to  two 

points:  brand  preference  and  customer satisfaction,  for  three  groups  -  the  loyal 

customers (regular use), the general users, and non-users.” Customer satisfaction was 

conducted not only by marketing function but also by top management and others in 

the managerial team. 

 

‘We also conducted the mystery shopper technique by an employee not 

revealing  their  identity  to  spot  check  the  performance,  acting  like  a 

user,  and  giving  a  score  for  the  services.  Even  our  senior  executives 

such as, Dr. Anusorn, he went to a Bangchak gas station, and returned 

back  with  a  feedback  report.  Other  senior  deputy  managing  directors 

are  also  doing  the  same  thing;  obviously,  this  makes  the  marketing 

team alert all the time.’ (Interview, 2009) 
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The  findings  from  the  Customer  Satisfaction  Survey  are  divided  into  two 

parts: 

A survey of 250 respondents was conducted for BCP (see Appendix Table C2-

A10). Of the 250 respondents, over two-thirds were male. Over 40 % of respondents 

were  mainly  aged  of  31-40  years  old,  followed  by  the  younger  age  group  of  20-30 

(38.4 %). In terms of the educational background of the customers, the majority were 

bachelor degree holders, and worked for businesses. As for the income profiles of the 

customers almost a half mainly ranged between 10,000-20,000 baht/month, followed 

by  20,001-40,000,  below  10,000,  and  over  40,000,  at  22%,  18.8%,  and  11.6%, 

respectively. Additionally, in terms of how often the customers go to the gas station, 

the greatest frequency was once a week (47.6%), followed by two times a week. 

The findings of the Customer Satisfaction Index for BCP at the gas station are 

shown  in  Table  Case  2.15.  The  evaluation  revealed  feedback  of  highly  satisfied  for 

brand image, products/service quality, and service staff, but moderate to rather high in 

service process, and equipment and facilities. Some comments from customers related 

to the parking lot, toilet cleanliness, and equipment. This is a gap which the company 

can improve and increase the satisfaction level. 
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Table Case 2.15  Summary of Customer Satisfaction Survey for BCP 
 

Variables N  Min.  Max.  Mean 
Std. 

Deviation 
Satisfaction 
Level 

Brand Image           
Your trusted brand 250  1  5  3.77  .744  High 

Trustworthy of Fuel Quality 250  1  5  3.87  .711  High 

Good image  250  1  5  3.86  .759  High 

Service Staff           
Promptness of services 250  1  5  3.83  .871  High 

Enthusiasm in taking care of  
 customers   

250  1  5  3.78  .872  High 

Dress politely and neatly  250  1  5  3.90  .783  High 

Service process           
Service timing is appropriate 250  1  5  3.51  .740  moderate 

Service process is appropriate   250  1  5  3.58  .686  moderate 

Has modern equipments  250  1  5  3.45  .791  moderate 

Has signage/brochure etc. 250  1  5  3.73  .763  High 

Equipments & Facilities           
Clean space and functional  250  1  5  3.86  .807  High 

Clean toilet  250  1  5  3.48  .870  moderate 

Availability of public telephone   250  1  5  3.67  .731  High 

Enough Car park lot /space  250  2  5  3.11  .807  moderate 

Has a Convenience store/ minimart   248  1  5  3.79  .752  High 

Overall, satisfaction evaluation  244  2  5  3.77  .594  High 

Run overall dimensions*         3.71           0.537   High 

 
 

Note:  *Overall was calculated by all measures, including overall satisfaction  

Question Low: 1.0-2.33; Moderate: 2.34-3.66; High: 3.67-5.0.     

 

In  addition,  the  customer  respondents  provided  some  feedback  regarding  the 

strengths  and  limitations  of  the  company’s  services.  For  instance,  the  customers 

commented  that  the  strengths  of  BCP  were  its  variety  of  goods  in  the  store,  its  big 

size,  many  service  shops, clean  toilets,  convenience  and  a  good  atmosphere. 

Moreover,  in  terms  of  its bad  points,  the  customers  also  had  some  suggestions 

regarding: improve the quality of staff services, sometimes there are staff shortages, 

more  space  for  parking  lot  for  motorcycles,  air-pump  filling,  some  safety  concerns, 
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more  patrol  attendants  or  policemen  especially  during  nighttime,  lack  of  relaxation 

areas, few public facilities such as telephones, and benches and so forth. 

From  the  above  interviews  and  survey,  the  company  is  handling  customers 

quite well, even though there is some room for improvement. The findings show that 

the overall evaluation of customer satisfaction with BCP was rated ‘high’. 

 

2.7.4  Internal Process 

Regarding  the  organizational  effectiveness,  especially  in  terms  of  internal 

process  s  evaluation,  there  are four  perspectives:  safety index,  total  quality  index, 

employee’s  efficiency,  and  loyalty  to organization.  According  to  the  study,  BCP 

stated  that  the  company  emphasizes  human  resource  development  as  the  most 

valuable  asset,  and  sustainable  organizational  growth.  For  instance,  one  of  the 

company’s goals is to continuously develop human resource management  systematically 

and  effectively  by  instilling  the  company’s  core  competencies  to  address  the  vision 

and future business expansion consisting of the following six aspects 

1)    Ability  for  Adaptation  and  Initiation  -  open  mind  to  change  and  creative 

thinking 

2)   Leadership - a person with a vision and courage to think, act righteously, 

and transparently for the organization. 

3)   Teamwork  Spirit  -  shows  readiness  and  is  service-minded  to  work  as  a 

team, enthusiastic to help others, and recognize the value of term members. 

4)   Organization  Commitment  -  the dedication  to  push  the  organization 

towards goals in a professional and efficient manner. 

5)   Personal Mastery - the eagerness to learn and acquire new knowledge and 

the readiness to use this knowledge to boost personal and organization capacity. 

6)   Social  and  “SHEE”  Awareness  -  the  awareness  and  practices  of  safety, 

health and environment in line with international and organizational standards, as well 

as awareness in public services to benefit the organization, communities and society. 

Moreover,  when  visiting  the  headquarters,  the  company  also  has  been 

translating their values in motivating their staff; such as emphasis on the motto of the 

company’s name ‘BCP’; ‘B’ stands for ‘Beyond expectations’ relating to the seeking 

of  excellence;  ‘C’  stands  for  ‘Continuing  development’  related  to  their  thinking  of 
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relentlessly seeking new initiatives; and ‘P’ stands for ‘Pursuing sustainability’ related 

to their growth which needs all employees and the team to continue working to their 

fullest over the long run.  

Based on the archived records for safety of the firm, there have been no major 

accidents. This is because in the energy business, less or no accidents are key success 

factors.  Just  one  big  accident  and  the company  could  go  bankrupt.  In  the  in-depth 

interview, TMT further explained: “Regarding the company’s key success indicators, 

we  have  KPIs  for  accidents  and  community  complaints;  for  instance,  an  accident 

means an over 100, 000 baht loss, so far. Within 5 years this is no case”.  

One of the internal processes related to organizational effectiveness is to look 

at  the  company’s  employee  efficiency.  TMT described  the  process  is  starting  from 

recruitment: “In terms of recruitment, during the crisis, the quality of incumbents was 

not  quite  good.  But  right  now,  over  the  last  couple  of  years,  we  have  been  able  to 

recruit the best incumbents such as the first honors candidate to join us. We have more 

attractive fringe benefits and a clear career path ever since 2004.” When asked how to 

develop  a  team  champion,  the  TMT  also  noted:  “Our  workforce  is  mainly  engineers 

who have career paths. Other specific areas such as those in accounting and finance, 

planners  and  analysts,  IT  staff,  legal  experts  or  specialists,  each  will  have  their  own 

clear  career  development  path.”  Moreover,  when  probing  into  what  the  key  success 

factor  is,  obviously  ‘innovation’  comes up:  “Our  innovation, the  strengths  of 

Bangchak are the “Renewable Energy”. We are the leader in this area. If you ask the 

general  consumers,  they  agree.”  As  for other  evidence  supporting  the  quality  of  the 

internal processes, TMT said:  “Last year, we got the Thailand Quality Awards. In the 

refinery,  of  the  two  competition  (vs  Start  Petroleum),  TOP  was  ranked  the  top 

performer. For market, the competitor is Shell (#3), and the top performer is PTT.  Our 

refinery is the hydro-skimming and other refineries are hydrocracking; therefore, when 

benchmarking, after we had PQI, starting late March or April for a new unit operating 

plant, we definitely outperformed much of the competition”. 

Regarding organizational effectiveness and how the company has related their 

performance against their goals, TMT explained:  “The company has 10 KPIs in this 

year.  It  changes  every  year.  We  have  been  applied  the  BSC  since  B.E.  2547  with 

common  KPIs  and  Co-KPIs  across  the  department.  Moreover,  for  the  planning 
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process,  we  start  from  reviewing:  vision/mission,  5-forces  analysis,  SWOT  and 

objectives. We have arranged seminars at the divisional level and then submit the plan 

to  Boards  (of  Director)  for  approval.    The process  starts  form  April  and  finishes  in 

October. It will readily for use in January next year.” 

Relating to the information and communication process, BCP has continually 

improved its information technology and data system, with sufficient data for decision 

making. The Board of Directors received sufficient information ahead of meetings, of 

which  the  minutes  of  each  meeting  summarizing  directorial  opinions  are  kept. 

Documents  are  categorized  while  accounting  records  are  in  line  with  the  general 

practices and appropriate for the company’s business. 

In  terms  of  internal  process,  there  are  four  perspectives:  safety  index,  total 

quality  index,  employee  efficiency,  and  loyalty  to  organization.  The  researcher  has 

conducted a survey via questionnaire related to their employees’ attitudes towards to 

these  measures.  With  reference  to  Table Case  2.A7,  Case  2.A8,  and  Case  2.A9,  the 

findings are as follows: 

The  findings  showed  that  the  employees  agreed  that  the  total  quality 

management  program  such  as  the  corporate  goals  and  work  plan  development, 

working process and responsibility changes were highly recognized and cooperation, 

these were working very well (statements 1.3, 1.4, 1.6). Others viewed as of moderate 

performance  included:  human  resources management  to  aid  program,  resources 

sufficiency,  the  knowledge  of  staff,  and  organizational  structure  for  quality 

development program (statements 1.5 1.7,1.8,1.9). In sum, there is room to improve 

this quality development area. 

In addition, in the previous analysis of employee efficiency, work commitment 

and  loyalty  to  organizations  (see  Table  Case  2.A8),  the  findings  showed  that  the 

employee’s  role  and  responsibility  and  work  efficiency  were  linked  to  the 

organization’s  success  (statements  2.1,  2.2,  2.3).  Moreover,  this led  to  their  high 

commitment  as  addressed  in  the  loyalty  to their  organization  as well  (statement  3.1 

through 3.4). The survey is somewhat in line with what the TMT opinions. 

With the above in-depth interview, and survey, the overall evaluation of these 

measures was rated as ‘high’ (3.79 out of the scale of 5). 

 



207 

 

 

2.7.5  Learning & Growth  

The second evaluation was based on the responses from the employee’s survey 

(see  Appendix  X,  Table  Case  2.A11,  Case  2.A12).  Four  dimensions  were  explored: 

training  and  development;  career  development,  employee  satisfaction  and  corporate 

social responsibility.   

Regarding  training  and  development,  as  mentioned  previously  that    BCP’s 

TMT  placed  human  resources  development  as its  priority  in  the  corporate  agenda. 

Both  in-house  and  outside  trainings  have  been  provided  so  far.  TMT  further 

elaborated:  “Regarding  the  training  and  development  of  the  employees,  during  B.E. 

2540-6, Bangchak faced the economic crisis as well, so the training was minimized in 

order  to  save  costs.  We  started  again  in  B.E.  2547.  We  employed  the  Balanced 

Scorecard,  risk  management  and  core  competency.  This  will  be  done  by  individual 

and functional basis. In addition, in B.E.2548, Siam Cement Thai has also helped us 

as a consultant.”  When probing into how to reduce the gap especially for the realized 

strategy and intended strategy of the human resources issues, TMT concurred: “Our 

approach  is  to  deploy  and  cascade  down.  We  used  the  core  competency  concept, 

especially for the managerial level, and specifically for talented employees. We have 

conducted a core competency review. To come up with a need gap for every position 

(management and employees), we then be able to design the training needs, such as 

in-house  training  or  outside  one.  Also,  some  techniques  use  for  coaching,  work 

challenging and site visits. The company has no lay-off policy. In the past, we had an 

early retirement program, especially during the B.E. 2546 crisis.”  

In  terms  of  employee  satisfaction,  TMT  has  pointed  out  clearly:  “For 

employee’s satisfaction, we focus on the relationships. That is, if we are happy, they 

are  happy.  If  we  aren’t,  they  aren’t  either;  otherwise,  if  the  employees  have  no 

relationships with the firm, then, they may leave at any time”. From this statement, the 

study will also explore the employee’s survey as relates to their opinion towards the 

current corporate learning and growth dimension. 

The  response  from  employee’s  survey  (see  Table  Case  2.A11,  and  Case 
2.A12) is as follows: 
 

  1) Training and development: the survey shows that over half some somewhat 

satisfied  with  the  training  and  development  for  them  right  now  (statements  4.1,  4.2, 
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4.3,  4.4,  alpha  =0.87876).  This  figure  implies  that  the  employees  have  been  trained 

fairly aligned with what the TMT outlined in the interview. 

2) However,  when  considering  career  development,  employees  tend  to  be 

somewhat dissatisfied (statement 5.1) as regards career path  (36.8 %), whilst most are 

satisfied  with  the  way  the  organization  develops  their  knowledge  in  different  ways, 

secured  in  their  job  security,  and  having  the  opportunities  to  demonstrate  their 

capabilities with support from their supervisors. In terms of employee satisfaction, the 

survey  showed  that  over  three-quarters of  staff  respondents  were  mainly  proud  of 

their responsibilities (statements 6.1, 6.3), and were still happy with the current work, 

while 36.8 % neither agreed nor disagreed, one-fourth showed no intention to change. 

Over  half  (58.8  %)  somewhat  agreed  that  the  job  fitted  with  their  skills  and 

knowledge  (statement  6.5).  There  is  a  variation  of    agreement  in  office  politics 

(statement 6.6); All in all, these figures showed that BCP employees are somewhat to 

mostly satisfied in work and that it matches their skills. In the last part of survey, the 

employees  were  mostly  satisfied  and  agreed  with  the  company’s  CSR  in  terms  of 

socially  responsibility,  corporate  role, and  CSR  projects  for  communities,  products 

and services. Almost three-quarters (72.3 %) were strongly satisfied and agreed with 

BCP’s operations (overall mean 3.92, SD 0.69).  

In sum, learning and growth was evaluated as “Moderate” (3.55 out of 5). 

 

2.7.6  Overall Evaluation of Organizational Effectiveness 

According  to  the  study,  when  combining  all  four  measures  by  balanced 

scorecard  concepts,  the  researcher  applied  by  using  a  composite  index  factor  as 

recommended by Best Practices, LLC (Kaplan and Norton, 2001: 375-376), a score of 

3.68 out of 5 was derived.  The figure implied that BCP’s organizational effectiveness 

during the first half of 2009 was ‘high’. From the above findings, a summary of the 

degree of strategic stance towards the organizational effectiveness of BCP is shown in 

Table Case 2.16. 

 

2.7.7  Summary 

For the case study of BCP, the findings can be summarized as follows: 

1)  External  environment  condition:  there  is  an  interrelationship  between  the 

external environment and organizational effectiveness. The findings show that for the 
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‘general  environment’  of  political,  economic,  socio-cultural,  and  ecological  conditions, 

these highly impact to organizational effectiveness. For ‘task environment’, financial/SET, 

and  suppliers  are  the  key  impact  conditions,  and  governmental  intervention  and 

natural resources scarcity are moderate concerns. The environment is dynamic, low in 

complexity (domestic focus), with moderate to rather high scarcity (low munificence). 

2)  BCP’s strategic leadership is rated as “high” due to the strong experience 

of the top executive management. They are clear in communicating the vision/mission 

throughout the corporation.  

3)  BCP’s  organization  structure  is  one  of  divisions.  The  strategic  stance  has 

been of transforming from an analyzer to a prospector, according to Miles & Snow. In 

the  study,  the  environment  is  one  of  uncertainty  and  the  analyzer  is  the  hybrid  of 

stability  and  flexibility with  the  organizational  structures  under moderately  centralized 

control - tight control over current activities and looser controls for new undertakings. 

TMT’s  attitudes  viewed  the  company  as  being  in  the  uncertainty  environment  with 

some structural characteristics in terms of centralization being mixed or hybrid as well 

as  being  highly  centralized  in  the  headquarters  especially  for  financial  and  risk 

management  (e.g.,  hedging,  reporting  in  compliance  with  SET  and  SEC).  The  other 

refineries in Thailand showed losses during the first half of the year 2009; BCP is the 

only  one  to  have  performed  the  financial  hedging  risk  management  very  well  since 

last 2008. Meanwhile, the strategic business units or divisions are primarily concerned 

with  specific  goals;  for  instance,  they  have  broad  autonomy  in  their  operations  and 

decision-making development of their own. Therefore, they are decentralized, spread 

throughout  the  organization  to  the  certain degree.  BCP  has  been  a  pioneer  in  new 

product development, and with the new plant, this will help reduce costs, and improve 

the  gross  margin  of  the  refinery.  Nevertheless,  the  findings  showed  that  the  current 

structure of BCP is not able to support as much as recommended by Miles and Snow, 

and this leads to sub-optimization. 

4)  Besides the age of the firm, contingency variables  (size, and technology) 

are  not  in  the  conceptual  framework  from  the  beginning;  nevertheless,  based  on  the 

findings, it is quite clear that these factors especially size should be taken into account 

as it directly affects organizational effectiveness. 
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5)  Even though in the first quarter of 2009, BCP showed ‘moderate’ financial 

performance  when  combined  with  the  current  environment-structure-strategic 

leadership-strategy,  the  customer  satisfaction  indication  and  strong  internal  process, 

these  factors  were  evaluated  as  ‘high’  as  concerns  organizational  effectiveness. 

Learning  and  growth  was  internally  evaluated  as  ‘moderate’.  As  a  result,  overall 

organizational effectiveness was also rated as ‘high to rather moderate’.  
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Table Case 2.16  Summary of the Organizational Effectiveness of BCP 

 

Variables Measures Levels Scores  Interpretation  
of 

Organizational 
effectiveness 
Level 

Financial -Return on Assets 
(ROA) %;-Return 
Equity (ROE)%;-Gross 
Profit Margin (%); - Net 
Profit Margin (%)  

Achieved data from Stock 
Exchange Market, a time series 
during 2005 to 1st half of 2009,  
based on the 2004 as the base 
index, standard score 
adjustment for Z-score, and T-
score and average for 7 
companies as the industry 
average 

3.40  Moderate 

Customer 
Satisfaction 

-Customer Satisfaction 
Index 

An assessment from customers 
survey 

3.71  High 

Internal 
Process 

-Safety  index (achieved 
data) 

-Total quality index(item 
1.3-1.9) 

-Employees Efficiency and 
commitment (item 2.1-2.5) 

-Loyalty to organization, 
(item 3.1-3.4) 

-Safety Record of BCP shows:  
“The Outstanding Award for 
the Safety, Health and 
Environmental Committee, 
1998 ;  The Environment 
Mitigation and Monitor 
Measure Award,  and  
Outstanding Safety Award, 
1995; Corporate governance 
Awards, and Best CSR 
Awards,2006. 
A combination of survey of 
quality development index, 
employees’ work efficiency, 
and loyalty towards  

3.79  High 

Learning & 
Growth 

-Training & Development 
(item 4.1-4.4) 

-Career Development 
opportunity (item5.1-5.6) 

-Employee satisfaction 
index(item 6.1-6.6) 

A combination of survey 
training & development, career 
development, and employees 
satisfaction index 

3.55  moderate 

Overall 
Composite 
Index 

Summation of four 
measures 

A combination of four factors 
0.167*(Finance +Customer + 
Learning & Growth)+ 0.5* 
Internal Process) 

3.68  High 

 

Note:  1)  For the financial measure, archived data was based on SET Smart, 2004- 
                 2009 Analysis  
           2)  For Industry was based on average for 7 companies for calculating Z-Score, 

T-Score and transform the raw data as a normalized score for comparison. 

           3)  Low: 1.0-2.33; Moderate: 3.34-3.66; High: 3.67-5.0  

           4)  For statements or items, please see details in Appendix X 
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CASE STUDY  No. 3  PETROLEUM (OIL & GAS) 

 

Thaioil Public Company Limited (TOP) 

 

In the study of the petroleum (oil and gas) sector one of the flagships of this 

energy industry is the Thaioil Public Company Limited (TOP) which plays a key role, 

having    the  biggest  capacity and  being  one  of  the  oldest  refinery  enterprises  in 

Thailand.  Thaioil  is  the  flagship  refinery  of  the  PTT  Group,  operating  a  highly 

complex refinery which is  integrated in relation to petrochemical production and that 

utilizes modern processing technologies to produce petroleum products predominantly 

for  domestic  distribution.  Thaioil  has  expanded  into  energy-related  industries  with 

petrochemicals  and  lube  base  production,  power  generation,  as  well  as  marine  and 

pipeline transportation systems for petroleum products and petrochemicals. 

 

3.1  Company Overview 

 

Thaioil  Public  Company  (TOP)  is  a  Thailand-based  company  engaged  in  oil 

refining. The Thaioil Group is the leading independent petroleum refiner and supplier 

of  refined  petroleum  products.  Thaioil  currently  own  and  operate  the  largest  single-

site  refinery  in  Thailand  and  one  of  the  most  complex  refineries  in  the  Asia-Pacific 

region, with a refining capacity of approximately 275,000 barrels per day of crude oil 

and other feed stocks, representing approximately 25% of the total refining capacity 

in Thailand. TOP operates through five segments: oil refining, lube base oil refining, 

petrochemicals, power generation, and oil and chemical products transportation. The 

oil refining segment is engaged in the crude oil distillation, conversion, and upgrading 

processes. As a part of this segment, the company operates a refinery called ‘Thaioil 

Refinery’ in the Cholburi province of Thailand. In the lube base oil refining segment, 

it is primarily involved in the production of lubricants. It has a production capacity of 

270,000  tons  of  lube  base,  400,000  tons  of  bitumen,  and  270,000  tons  of  other  by-

products, per annum. This segment operates through the subsidiary Thai Lube Base. 

As  a  part  of  its  petrochemical  segment,  the  company  operates  a  subsidiary  Thai 

Paraxylene.  Thai  Paraxylene  is  mainly engaged  in  the  upstream  petrochemical 
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production  business.  It  produces  489,000  tons  of  paraxylene,  90,000  tons  of  mixed 

xylenes, 177,000 tons of benzene, and 144,000 tons of toluene, per annum. 

Moreover,  TOP  also  has  power  generation  units  which  operates  through  two 

subsidiaries:  Thaioil  Power  and  Independent  Power.  Thaioil  Power  produces  118 

megawatts of electricity and 168 tons per hour of steam.  Independent Power produces 

700  megawatts  of  electricity  and  sells  all the  generated  power  to  the  Electricity 

Authority of Thailand (EGAT) under a power purchase agreement (see more details in 

Appendix X-TOP). 

Finally, as a part of its oil and chemical products transportation segment, the 

company  operates  two  subsidiaries:  Thaioil  Marine  and  Thai  Petroleum  Pipeline. 

Thaioil  Marine  is  engaged  in  the  domestic  and  international  transportation  of 

petroleum  and  petrochemical  products.  It  owns  a  fleet  of  six  petroleum  and 

petrochemical product tankers of 61,600 deadweight tons. Thai Petroleum Pipeline is 

engaged in the product pipeline transportation business and transports products such 

as  unleaded  gasoline,  regular  gasoline,  jet fuel,  and  diesel.  It  has  a  transportation 

capacity of 26,000 million liters per annum. 

 

3.2  External Environment Condition 

 

3.2.1  Organizational Responses to ‘General’ Environmental Change   

The  general  environment  refers  to  political-legal,  economic,  socio-cultural, 

technological,  and  natural  resources  which  are  uncontrollable  conditions.  The 

researcher employed the principal research methods of in-depth interviews, survey of 

the  key  informants  especially  for  the  top executive  team  (TMT)  of  the  firm  as  the 

main ideas in providing the insights of their perceptions toward this condition.  

  3.2.1.1  Response to Political-legal Environment:  

  The  survey  first  addresses  the  relationship  of  the  political  in  the 

country towards TOP’s operations. The executive management team put forward the 

following:  “The political factor has impacted us mainly in the environmental aspect 

as  relates  to  the  refinery.  We  adjust  to cope  with  and  comply  with  the  rules  and 

regulations. For instance, one main issue is that related to the LPG policy to control 

the  prices.  Since  the  LPG  price  overseas is  more  expensive  (around  2-3  times 
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Thailand’s price), to subsidize it in Thailand makes the market prices distort, resulting 

in high demands as people turn to use it a lot. It is the single product in the refinery 

value  chain  that  is  of  the  highest  concerns.”  Moreover,  the TMT  also  provided 

another example: “Another concern relating to the energy direction policy are biofuel 

products.  The  supply  is  not  enough  and  the  reference  price  is  actually  not  one  in 

accordance  with  free  trade.  The  government  controls  the  prices  and  this  makes 

entrepreneurs how much it is being subsidized. Sometimes the retail price is cheaper 

than  the  real  unit  costs,  and  that  makes  them  lose  business  confidence;  therefore,  if 

possible, the government policy should be clear in the near future.”  

When  asking  about  the  strategic  leadership  associated  with  the 

political-legal  factor,  the  TMT  explained that  the  top  management  team  normally 

comprises  professionals  with    no  political  involvement;  even  though  some  on  the 

BOD  have  relationships  with  the    government.    Other  evidence  that  supports  the 

influence of this condition is the response to the airport closure last year (2008). In the 

interview, the TMT: “Yes, it partly affects us, as we need to see who and how to sell 

and  be  well  prepared.  This  is  the  risk management.  Our  assessment  of  the  political 

factor is quite moderate, except for the  LPG issue, which as mentioned, is high; for 

the rules and regulations, it is quite low (subjectively, out of 10, the evaluation scores 

of  the  political,  LPG  issues,  and  legal  were  6,  8,  and  4  respectively).”  Like  PTT’s 

case, the competitive environment of this condition seems to be less supportive in this 

business as the government views it to be political weapons. 

3.2.1.2 Response to Economic Environment:  

Form the interview, the researcher found  that this condition is highly 

related  to  organizational  effectiveness  as  reflected  in  the  following  comments  by 

TMTs:  “Yes,  this  has  a  direct  affect.  For  example,  in  terms  of  the  new  process 

changes such as refinery processing, these changes are minor, but for society changes, 

it affects us and we need to study the investment, the new technology and processing 

for the long-term (score 8 out of 10).  TOP is not the leader in innovation, but we try 

to be; for instance, we’ve started doing business in consultation in the subsidiaries of 

the PTT Group under the name “Thaioil Energy Solution”. Even though this is not in 

invention, it is a good initiative and we are preparing the business plan.” As a result, 

the economic environment condition is crucial to the firm. 
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3.2.1.3 Response to Socio-Cultural Environment:  

From this topic, the researcher asked how and why this socio-cultural 

affected  the  firm;  TMT’s  elaborated  on  the  subject:  “Firstly,  we  believe  that  the 

current society has changed a lot in terms of consumption, due to the economic crisis 

(more  gas,  NGV,  LPG  installation,  rather  than  use  of  oil).  Secondly,  there  are  the 

community concerns related to pollutions- it is that we comply with the government 

policy as well (score 9 out of 10). Additionally, in terms of demographic changes, the 

Thai people are getting older, so our HRM has to look at and have specific programs 

to cope with this new generation, such as career development plans, job rotation, and 

job enrichment.” 

3.2.1.4 Response to Technological Environment:  

The  refinery  business  is  a  capital intensive  one  and  needs  to  address 

the  concerns  of  pollution  and  the  search for  new  processes  of  renewable  energy. 

Thaioil was transformed from Shell and UOP both dominant international technology 

licensors. TOP’s refinery utilizes the complex combination of distillation, conversion 

and  upgrading  processes  to  convert  a  whole range  of  crude  oil  into  quality  refined 

products  with  more  efficiency  and  greater cost  effectiveness.  TOP  is  ranked  among 

the  refineries  with  the  highest  proportion of  high  value  petroleum  products  in  this 

region.  The  complexity  of  the  refining  processes  also  enables TOP  to  adjust  the 

product slate and volume in response to changes in market demand and conditions. As 

a  result,  TOP  is  quite  confident  that  the current  cutting-edge  technology  is  less 

concerned within gaining competitive advantage. 

3.2.1.5 Response to Ecological Environment:  

In this study, the ecological environment also plays a key role in this 

energy;  the  study  showed  high  concerns  as the  company  must  take  into  account  the 

community around the refinery and society as stakeholders. TOP has continuous CSR 

programs for this: “We have a special department (environment and public relations) 

for our refinery to  join-hands with the community and provincial governor in order to 

proactively  prevent  accidents  or  mishaps occurring  to  the  community.  For  instance, 

we  conduct  workshops,  -specify  the  co-KPIs between  the  refinery  units  to  monitor 

pollutions and also conduct community satisfaction once a year to minimize this risk.”  
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           With the data obtained from interviews, it can be said that the environmental 

condition is rather unpredictable. The conclusions regarding the ‘general environment 

condition’ links to the organization’s effectiveness as given in Table Case 3.1. 

 

Table Case 3.1  Relationship between External Environment and Organizational 

Effectiveness 

 

External 

Environment 

 

Assessment by TMT 
Level of 

Assessment 

Political  

 

Government policy changes such as especially for 

LPG issues, others are of less concern. 

Moderate 

Economic Fine tune processing and new investments to cope 

with the socio-cultural changes in using energy 

High 

Socio-cultural The community concerns of the environment are 

serious. More Corporate Social Responsibility to 

support  understanding. 

High 

Technology Over four decades of  cutting-edge experience and 

being the leader in refineries  

Low 

Ecology and 

Environment  

The nature of the business, safety and environmental 

concerns are key important 

High 

 

 3.2.2  Organizational Responses to ‘Task’ Environmental Change  

 

The task environment refers to the parts of the environment directly relevant to 

the  organization  in  achieving  its  goal  (Dill,  1958:  409;  Wheelen  and  Hunger,  2000: 

54). Its concept includes the constituencies directly relevant to the achievement of an 

organization’s  goals  or  those sectors  which  have  a  direct  working  relationship  with 

the organization, among them customers, competitors, suppliers, and the labor market 

(Daft,  2006:  88-89).  Since  the  managerial  and  executive  level  is  directly  involved 

with the task environment context.  In this study, the researcher conducted a survey of 

the  managerial  perspective  related  to  the  task  environment.  According  to  the  executive 

survey (see Appendix Table Case 3.A4), the respondents were mainly male (60 %), of 

high  educational  background  with  a  wide  range  of  working  experience  (2-23  years, 

SD.7.51), and high professional experience of over 10 years, more specifically, 30% 
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had 21-25 years, and 40% with 11-20 years (min. 12, max.29, SD 5.70). Nevertheless, 

in terms of tenure position, 2-5 years is the majority period (71.4 %). 

The  findings  of  the  survey  on  managerial  concerns  related  to  environmental 

uncertainty are as shown in Table Case 3.A5. The greatest concern is the governmental 

regulatory  changes,  especially  those  in  law  or  policies  which  affect  marketing  and 

sales  and  distribution  methods.  Regarding changes  in  policy  on prices  (e.g.  LPG), 

overall government polices changes are in line with most of the average in industry. 

Suppliers of raw materials such as crude oil pricing are second in priority, followed 

by risk management in finance.  Regarding the government’s energy policy, the TMT  

views this as: “Government has a long term master plan and that is a good point of the 

policy. The changes in some points can affect society, and our company as well, but 

the changes must be over the long term. One past example is the reduction of the lead 

content  in  gasoline,  and  the  sulfur  content  in  diesel  from  500  ppm  to  350  ppm.  For 

Euro-IV,  the  Thai  government  wanted  to  reduce  it  from  350  ppm  to  50  ppm  sulfur 

content, and the amount of benzene in gasoline in order to supply to market for every 

refinery.  The  government  has  supported  every  refinery  to  achieve  these  sulfur 

reductions by providing more incentives and funds.”  Besides, in response to changes 

in  customer  demands,  especially  for  new  products  as  well  as  to  the  actions  of  

competitors, in pricing policy terms this is moderately unpredictable. The respondents 

indicated their perceptions towards the relative predictability of external environment 

conditions by stating that they are less concerned with and believed that technology, 

and  natural  resources  scarcity  are  predictable.  For  instance,  technology  related  to 

work  with  new  IT  support  is  of  low  concern.  The  findings  are  concluded  in  Table 

Case 3.2. 
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Table Case 3.2  Relationship between Task Environment and Organizational 

Effectiveness 

 

External 

Environment 

 

Assessment by Executives’ Respondents 
Level of 

Assessment 

Customers  

 

Least concerns in existing products, but high in new 

products changes 

Moderate 

Government Governmental regulatory changes especially changes in 

laws or policies which affect marketing and sales and 

distribution methods, changes in policy on prices  

High 

Suppliers of raw 

material 

Suppliers of raw materials such as crude oil prices 

changes 

High 

Competitors Have a complex technology refinery, and some 

refineries are in the alliance such as BCP’s refinery are 

all in the PTT Group. Nonetheless to be in the Top 2 of  

refineries in Asia, compared with international market, 

there is high competition. 

Moderate 

Financial/Stock 

Exchange 

Risk management in financial and capital, but low in 

SET changes in control practices, and corporate 

governance 

High 

Technology A leadership of technology, changes concern is 

predictable 

Low 

Natural Resources 

Scarcity 

Less concerns about natural scarcity and reserves Low 

 
 
  3.2.3  Relationships between the Organization and Environmental 

Uncertainty 

 

Tables  Case  3.1  and  Case  3.2  provide  the  information  on  the  external 

environmental  conditions  that  affect  the organizational  effectiveness  of  TOP.  The 

study  assessed  economic,  ecological,  and  socio-cultural  conditions  as  these  factors 

high impact on the firm. The economic environment condition has the most important 

effects on the firm. This is in line with the executives’ view from task environment 

survey on the financial and capital impacts for risk management.  Moreover, in task 

environment,  government  policy  especially  on  taxation,  financial  practices,  and 



219 
 

 

product pricing policy are the main conditions that make the condition unpredictable. 

The supplier of raw materials (crude oil import) also has key impact on business as 

well. All the relationships between organization and environment as regards the level 

of environmental uncertainty in terms of dynamism, complexity, and munificence can 

be summarized as shown in Table Case 3.3.  

 

Table Case 3.3  Summary of Environmental Threat and Opportunity Perceptions of TOP 

  

Environmental 
Uncertainty Condition 

Impact towards the Organizational 
Effectiveness, 

Level of Assessment 

Munificence (Abundance) +The degree of abundance of critical 
resources needed by the firms, such as 
finance, raw material and technology. 
Supplier changes in raw material prices 
such as crude oil, -reserve of natural 
resources is predictable (by laws)  

High 
scarcity 

Dynamism +The frequent changes in 
environmental factors due to economic, 
social-cultural, ecological, and 
political-legal factors which are of the 
most concerns, government policy 
changes is quite unpredictable 
especially for pricing policy of 
products, especially for LPG price 
change 

High 

Complexity +The degrees of differentiation and 
dispersion of critical resources. 
+Globalization (domestic vs  
international operation)  
+TOP focuses on domestic operation 
rather expand globally 

Moderate 

 
 
3.3  Strategic Action: Strategic Leadership 

 

The  in-depth  descriptions  which  case  studies  are  known  for  thus  provides  a 

demonstrable  means  of  understanding  how the  each  component  interlinks  to  the 

outcome  of  an  organization.    The  previous  section  focused  on  external  environment 

conditions  which  impact  an  organization’s  effectiveness.  In  the  following  part,  the 

focus is on the internal environment condition related to the internal configuration of 

the  organization  per  se.  In  the  study  of  the  internal  environmental  factors  related  to 

organizational effectiveness and strategic stances, the researcher has focused on two 

main  streams:  one  is  related  to  strategic leadership  and  the  other  to  organizational 
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structure.  In the study, the researcher has proposed three main components ‘VIP’ of 

strategic  leadership;  that  is,  Vision/mission,  Process  (Communication  ability  and 

Alignment),  and  Integrity.  The  TOP  has  declared  in  their  corporate  vision/mission 

statements  their  intention  to  be  one  of the  leading  fully  integrated  refining  and 

petrochemical  companies  in  the  region  recognized  for  its  sustainable  growth, 

optimum stakeholder value and commitment to environmental and social well-being. 

 

3.3.1   Vision/Mission:  

In  their  statement,  the  company  has  declared  itself  to  be  “a  leading  fully 

integrated  refining  &  petrochemical  company  in  Asia  Pacific”  with  the  following 

mission:  1)  To  be  a  top  performing  refinery  with  Solomon  benchmarking  2)  To 

expand business through organic growth and value chain enhancement 3) To solidify 

group  income  through  power  business,  alternative  energy  and  diversification  4)  To 

seek growth opportunities through merger & acquisition and international investment 

5)  To  create  a  high-performance  organization  that  promotes  teamwork,  innovation  and 

trust for sustainability 

Moreover, related to the company’s core value, of the company  has adopted 

the  acronym  “POSITIVE”  meaning:  Professionalism;  Ownership  &  Commitment; 

Social Responsibility; Integrity; Teamwork & Collaboration; Initiative; Vision Focus; 

and  Excellence  Striving.  To  reflect  the  above  core  value,  TMT  described  their 

visionary viewpoint in the following words: “During the period of TOP entering the 

SET market, we have to clearly identify in our status to be the flagship of PTT Group 

especially  in  refinery  (excellence  as  PTT's  flagship  refinery  through  optimized 

management of the group's refining portfolio). If we just limit our view to only being 

the PTT Group, it’s probably not enough, so we have to grow and expand overseas.”  

When  asking  what  is  the  main  driver  on  this,  TMT  elaborated  further:  “In 

western countries, there are a lot of refineries. Therefore, right now, their strategy is 

not    to  focus  on  investment  in  constructing  refineries  any  more,  but  only  on  capital 

goods such as technology for sales. Contrarily, eastern countries such as China are at 

present heavily investing in a lot of refinery constructions due to high consumption, 

and  definitely,  high  supply  needs.  The  demand  is  shifting  mainly  to  Asia.  This  is 

happening in India as well; for instance, it has a lot of newly created refineries. The 



221 
 

 

Asian region is the logistic hub. It is true that they can move both ways to the left or 

the right; that is, why for the next 4-5 years, Asia will be the big players in supply. 

We  need  to  think  about  how  to  move forward  and  capture  this  opportunity.”  

Moreover,  it  is  likely  to  support  this  strategic  vision  to  organizational effectiveness. 

TMT  further  revealed:  “Our  vision  is  to be  the  leading  integrated  refining  & 

petrochemical  company  in  Asia  Pacific, we  use  Solomon  for  our  benchmarking  to 

evaluate our performance. We are highly ranked in many world class dimensions, but 

we  still  have  some  room  for  improvement; for  instance,  liabilities  management  and 

operation costs.” When asking how they would gain more competitive advantage in 

the  world  arena,  the  TMT  provided  the  statement:  “One  of  the  limitations  of  Thai 

refineries  against  international  is  the  amount  of  manpower  since the  labor  cost  per 

head  is  cheaper  than  overseas’;  for  instance,  in  America,  they  are  quite  highly 

efficient. As they using the outsourcing, the cost per head is low, so the question is 

how long can we keep this competitive advantage? In terms of the competency of the 

people,  this  also  relates  to  financial  management,  how  can  we  tackle  the  operation 

costs? To answer these questions, we therefore need to take this issue seriously into 

account. For instance, in the 1997 crisis, we took the fat out. That is, before the crisis 

we had a headcount of 1,000, and this was reduced to 700. At present, Thaioil only 

have 800 but if you include our affiliates, it should be around 1,000. Compared with 

the size of the business, the headcount is still okay, the operating cost is still cheaper, 

but as relating to efficiency, we still have rooms for improvement; for instance, in the 

back office.”  

 

(Please  note  that  Solomon  is  a well-known,  best  analytical  and 

consulting  firm  especially  in  the  energy  field  in  consulting  and 

facilitating clients in operational performance optimization, and how to 

best balance efficient spending with effective performance. In addition, 

they also have literally spent decades measuring and analyzing global 

energy  industry  performance  with the  goal  of  helping  identify  and 

resolve  the  issues  that  lead  to  performance  gaps.  The  company 

operates  in  more  than  70  countries  around  the  world  relying  on  their 

unique  Performance  Improvement  Process  to  maximize  operational 
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efficiency,  reliability,  and  margins.  From  measuring  performance 

through  in-depth  benchmarking  studies  to  implementing  performance 

improvements  with  experienced  industry  consultants,  Solomon  has 

proven itself through its results as the team to turn to for performance 

improvement-the researcher). 

 

In  addition,  the  researcher  asked  how  the  technology  related  to  improving 

organizational effectiveness. TMT responded: “Our refinery is of the “complex” type. 

One  of  the  indicators  is  to  measure  the operating  cost,  to  see the  balance  of  cost 

effectiveness against the standard cost, to make the costs more efficient, and to make 

the  high  refining  margins.  They  are  many  measurements  of  complexity,  and  one 

method  is  to  use  the  Nielsen  Index.  Thaioil  was  ranked  third  with  America  first, 

followed by Japan. In the US, the product right now is up to Euro-V already, this spec 

is  beyond  us.  The  complexity  of  the  unit’s efficiency  is  measured  against  the  oil 

standard  practice,  such  as  clean  and  low  sulfur  content  emission.  In  short,  the 

complexity  of  the  unit  is  the  capability  to  convert  heavy  oil  (heavy  fuel)  into  more 

light oil yields (e.g., gasoline, diesel), and the ability to reduce  emission pollutants.”  

When  probing  further  into  their  strategic  intended  and  realized  strategy,  TMT 

remarked: “Technically, we need to develop our products to cope with the market. We 

can  produce  fuel  oil  at  only  10 %  which  is  the  lowest  compared  to  other  refineries. 

We  are  a  very  cost  efficient  producer,  and Thaioil  is  the  first  refinery  which  can 

produced  Euro-IV.  In  reality,  the  market  is  just  selling  Euro-III  grade,  and  the 

government  plans  this  to  be  Euro-IV by  2012.  With  the  above  findings,  TOP’s 

mission can be summarized as shown in Table Case 3.4. 
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Table Case 3.4   Evaluation Matrix of Mission Statements 

 

Mission Element  Statements Evaluation 

Customers (not specified) No 

Product/services • (not specified per se)  but implied 
-in vision /mission statement of refinery,  power 
business, and alternative energy 

Yes 

Markets • To solidify group income through power business, 
alternative energy and diversification 

• To be a top performing refinery against Solomon 
benchmarking, in line with the vision to be a leading 
fully integrated refining & petrochemical company in 
Asia Pacific 

Yes 

Technology • To be a top performance refinery according to Solomon 
benchmarking 

Yes 

Concern for survival, 
Growth, Profitability 

• To expand business through organic growth and value 
chain enhancement 

Yes 

Philosophy • To create a high-performance organization that promotes 
teamwork, innovation and trust  

Yes 

Self-concept • To seek growth opportunities through merger & 
acquisitions and international investment 

Yes 

Concern for public 
image 

• To create a high-performance organization… promotes 
innovation and trust for sustainability 

Yes 

Concern for 
employees 

• To create a high-performance organization that promotes 
teamwork 

Yes 

 
 

3.3.2  Process (Communication Ability and Alignment), and Integrity: 

Regarding the translation of the firm’s vision/mission into action, this has been 

done  through  the  process  and alignment  within  the  management  team  and  staff.  

Employee  attitudes  is  a  measurement  to  evaluate  the  vision  of  strategic  leaders. 

Without vision, strategic leaders cannot lead people in the same direction. Therefore, 

good vision must be communicated to followers. If they understand the vision/mission 

statement  clearly,  then  they  can  take  action  and  allocate  resources  to  achieve  the 

destination. Therefore, employee attitudes to this component are very important. The 

researcher  has  developed  two  cross-checked viewpoints  of  their  strategic  leadership 

based on executive and employee attitudes.  

3.3.2.1  Survey of the Executive Attitudes towards Strategic Leadership 

With regards to their attitudes about their strategic leaders, the survey 

(see Tables Case 3.A4 and Case 3.A6, statements 8 through13), showed that the top 

executive  team  (TMT)  are  quite  conservatives. For instance, respondents are mostly 

disagreed that their TMTs are financial risk players (statements 8, 9, 10); moreover, 

over  half  of  the  management  respondents  mostly  agreed  that  their  top  executives 
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encourage the development of innovation and marketing strategy (statement 11).  The 

executive  respondents  are  mainly  agreed  that  the  top  executive  management  have 

articulated  a  clear  vision/mission  to  them  (statement  13).  Note  that    statement  12 

implied that there is a distributive opinions of the TMT in implementing the preset or 

rigid plan, as some functions need more dynamic and flexible plans such as marketing 

and  sales,  while  others  need  a  certain,  identified  plan  such  as  finance/accounting, 

production, and IT. This matches the strategic intent and realized strategy postulated 

by  Prahalad  and  Hamel.    Intended  strategy  refers  to  the  original  strategy  that  the 

management  planned  and  intended  to  implement.    While  the  Realized  strategy  is 

defined  as  the  actual  and  eventual  strategy  that  the  management  implements.  The 

realized  strategy  often  differs  from the  intended  strategy  because  unforeseen 

environmental  or  organizational  events  occur  that  necessitate  modifications  in  the 

intended  strategy  (Hamel  and  Prahalad,  1989;  Mintzberg,  and  Quinn,  1996:  41-45; 

Hill and Jones, 2002: 28-29). 

3.3.2.2  Employee Attitudes towards Strategic Leadership 

To  gather  data  on  another  stakeholder’s  point  of  view  relates  to 

strategic  leadership,  the  study  also  conducted  of  the  employees  who  are  the  main 

blood  supply,  so  to  say,  of  the  organization  (see  Appendix,  Tables  Case  3.A7,  and 

Case 3-A8). The respondents are mainly female (58.5%), with the main age range of 

35-44  (32.1%).  Almost  90%  of  the  respondents  have  graduated  with  a  bachelor’s 

degree or above. Over half have had high working experience of more than 10 years, 

followed  by  2-5  years  (41.5%),  and  the  majority  also has  high  total  professional 

experience  of  over  16  years.  Two-third of  the  respondents  are  mainly  from  the 

departments  of  production,  marketing  and  sales,  supply,  logistics,  and  the  administrative  

group (finance, accounting, IT, procurement, HR etc.). 

The  findings  (Table  Case  3.A8)  show  that  over  80%  to  90%  of  the 

employees strongly agreed that they have a clear understanding of the organization’s 

vision and mission (statements 1.1,1.2, and 1.3), and almost 70%  -are mostly agreed 

that the quality policy causes changes in the work and their responsibilities (statement 

1.4 and,1.6), Please note that over 60% of employees neither agreed or nor disagree 

that the firm has managed well in human resources to support the quality development, 

with few concerns surrounding this statement (statement 1.5). This implies that there 
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is    a  big  gap  in  the  organization  that  the policy  has  still  not  been  put  clearly  into 

action. This was also reflected in one-quarter of the team viewing resources, levels of 

knowledge,  current  structure  in  supporting quality  development  program  as  being 

insufficient (statements 1.7, 1.8, 1.9). Relating to their strategic leaders, the majority 

of  the  employees  (about  75%) strongly  viewed  their  top  executives  are  icons  of  the 

organization’s success, a half of respondents viewed their top executives in as the role 

models,  success,  and  mostly  agreed  that  TMT  has  created  corporate  values  and 

cultures (statements 1.10, 1.11,1.12).  Besides, almost 70% of the employees mainly 

concurred  as  to  their  responsibilities towards  the  customers  (statement  1.13). 

Nonetheless, the structure and their decision-making are moderate concerns  (statements 

1.14, 1.15). Finally, over half (60.4%) of the employees mostly agreed that the current 

information  system  is  efficiently  utilized,  with  some  room  for improvement  (statement 

1.16). 

Moreover,  as  relates  to  internal process  and  alignment  in  putting 

vision/mission  into  real  operation,  the  survey  of  employee  attitudes  towards  this 

dimension is explored. According to the survey (Table Case 3.A9) of employee work 

efficiency,  over  80%  were  agreed  and  rather  strongly  agreed  that  their  roles  and 

responsibilities  were  clear  and  were  able to  link  their  work  to  the  organization’s 

success (statements 2.1, 2.2), and to demonstrate their initiatives for work efficiency 

(statements  2.4  2.5).  Statement  2.3  demonstrated  their  most  agreed  that  they 

understood  their  supervisors’ expectations,  but  one-fourth  still  responded  to  this  as 

neutral.    In  terms  of  loyalty  to  the firm,  overall  96.3%  (items  3.1  to  3.3)  strongly 

demonstrated  a  high  degree  of  loyalty  to  the  organization,  including  pride  of  work, 

work  preference,  and  the  firm’s  future,  recommending  the  company  via  word-of-

mouth, even though  some  (statement 3.4) still showed a willingness to change the 

current work. 

 

3.4  Summary of Strategic Leadership 

 

From  the  above  findings,  the  conclusions  of  strategic  leadership  component 

are  shown  in  Table  Case  3.5.  Overall  strategic  leadership  in  TOP  is  quite  strongly 

high  with  TMT  employing  a  quite  conservative managerial  style  in  the  view  of  the 
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executives, and are recognized as icons of organization’s success by staff. Articulation of 

vision/mission is clear and effectively comes through to their work to a certain degree.   

This shows the successful application of vision/mission to policies and that practices 

are aligned with the operations. Additionally, in the findings, there are some concerns 

related  to  the  translation  of  the  quality  development  with  some  of  employees 

disagreeing  with  the  current  practices  and  human  resources  management.  The 

conclusions are summarized and shown in Table Case 3.5. 

  

Table Case 3.5  Summary of Strategic Leadership Towards Organizational Effectiveness 

 

Strategic Leadership  Impact of each company to Organizational 
Effectiveness 

Alignment Level 
Assessment 

Vision/mission +Has vision statements, formulated by TMT, BOD 
+Covers mainly all dimensions, such as 
products/services, financial growth, public images, 
employees, community and nation support. 
+Assessed by managerial teams as strongly agreed 
in strategic leadership 
+ Assessed by employees as icons for success, and 
committed to organization values and cultures 

High 

2.Process/ Alignment 
-Corporate policy 
-Employee’s work  
Efficiency 
 
 
3.Integrity 
-Staff’s loyalty to 
organization  
 

+Executives and employee attitudes are mainly 
agreed in transforming vision/mission into 
practices 
+TMTs are not financial risk seekers, conservative 
+The highest frequency of employee attitudes to 
alignment is clear vision cascading down all 
levels,  
+Creating good relationship with customers is 
everyone’s responsibility. 
+Clear in role and duty 
+High loyal to organization 
-Quality development, HR’s role in all has more 
rooms for improvement.  
-Concerns also reflected in sufficient resources, 
levels of knowledge, current structure in 
supporting quality development program 

 
 
Moderate to rather 

high 

 

In  the  next  section,  the  study  covers other  view  points  of  strategic  action 

related  to  strategic  leaderships  and  organizational  effectiveness  is  the  organizational 

structure. 
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3.5  Strategic Action: Organization Structure 

 

One role of the strategic leadership is related to social architecture (Robbins, 

1990). The study  of organizational structure and its architecture relates to the internal 

environment, as well as how to react to the external environment. 
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Managing Directors
Audit Committee
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Figure Case 3.1  TOP’s Organizational Structure 

 

The  organization  chart  of  TOP  is  illustrated  as  having  functional  structure 

(Figure Case 3.1) separated into business, refinery business, finance, corporate affairs, 

and  corporate  offices.  At  the  top  of  the  organization  chart  is  the  Managing  Director 

reporting to the Board of Directors, followed by senior executive management teams: 

two  Deputy  Managing  Directors  and  five  Assistant  Managing  Directors.  Under  the 

Deputy  Managing  Director  of  Business  unit  are  composed  of  assistant  MDs  of 

Strategic Planning & Business development, with two managers. The Deputy MD of 

Refinery  has  the  big  groups:  2  Assistant MDs,  12  Department  Managers,  and  the 

affiliates of the six Managing Directors (shown by the dotted line). In the study, the 

TMT is composed of seven executives. 
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3.5.1  Strategic Leaders: TMT’s Executive Profiles Survey 

Strategic  leaders  refer  to  the  Managing  Director,  Deputy  and  Assist  MD. 

However,  in  the  TOP,  department  heads  also  as  play  key  roles  in  driving  business. 

Thaioil’s  top  executive  management  team consists  of  seven  persons.  Thus,  only  for 

TOP’s study were department heads included, as shown in Table Case 3.6.  

 

Table Case 3.6  Executive and Managerial Profiles of TOP 
 

Education Background Frequency  % 

Overall  
Bachelor Degree 11 44.0 

Master Degree 
13 52.0 

Doctoral Degree 
1 4.0 

Total 
25 100.0 

Field of Study in Bachelor Degree 
 

Engineering/Science 
18 72.0 

Finance/Accounting 
4 16.0 

Marketing & Sales 
 0.0 

Laws 
 0.0 

Other (Political Science, Business Admin., Public Admin.) 
3 12.0 

Total*  

 

25 100.0 

Field of study in Master Degree 
 

Engineering 5 38.5 

Management/MBA 4 30.8 

Finance/Accounting 
  

Chemical Technology, HR Mgt., Nondestructive 
Testing, Public Administration 

 

4 30.8 

Total*  
13 100.0 

Field of study in Doctoral Degree 
 

Engineering 1 100.0 

Total 1 100.0 

 

Source:  TOP’s HR Survey, 2009. 



229 
 

 

Fifty-two  percent  of  management  and  TMT  (25  persons)  have  educational 

backgrounds  at  the  master  degree  level,  followed  by  bachelor  degree  and  doctoral 

degree.  The  majority  have  engineering/science  backgrounds  (72%),  and  mainly  one 

third  studied  the  engineering  field  at  master  degree  up  to  doctoral  degree  level, 

followed by management, HR, technical, and chemical technology fields. This implies 

that the talent team has very strong knowledge in the refinery field. 

 

Table Case 3.7  Descriptive Statistics of Strategic Leadership: Executive Profile in 

2008 

Descriptive 
Statistics 

Age 
(years) 

Working 
Experience in 
the current 
position 

(tenure); (years) 

Experience in 
this Company 
(years) 

Professional 
Experience 
(years) 

min 38 0.25 0.11 n/a 

max 61 15 31.36 n/a 

Average   50.80  6.36 17.95 n/a 

Sum 1270  159 449 n/a 
Standard 
Deviation  6.08  5.61 10.77 n/a 
 

Source:  TOP’s HR Survey, 2009. 

 

According to TOP’s HR, TMT includes department heads. The findings also 

show that at present, the team has the average age of 50.8 years old (min.38, max.61). 

The  average  number  of  years  of  work  experience  (tenure  position)  is  6.36  with  a 

minimum of few months, and a maximum of 15 years. In terms of experience in the 

company,  the  maximum  is  31.36  years,  with 17.95  years  on  average.  Nevertheless, 

this  shows  there  is  obviously  a  wide  gap  in  working  experience  (SD  for  5.61,  and 

10.77 years in tenure, and total experience of work respectively). The figures for age 

and work experience are very relevant. With solid years of experiences (17.95), this 

implies a very professional or high expertise in the refinery field compared to other 

companies in the industry. For the top management, strategic decisions clearly depend 

upon the Boards of Directors. In the words of the TMT: “For CEO, Dr. Viroj came 
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from  PTT,  the  term  is  normally  4  years.  This  year  is  his  fourth  times,  but  depends 

upon the BOD.”  The detailed findings are summarized in Table Case 3.7.  

 

Table Case 3.8  Top’s Human Resources Management (Manpower Planning) 

 

Position 2005  2006  2007  2008 

MD 1 1 1 1 

Deputy/ Assistant MD 3 7 7 6 

Director     

Division     

Department 13 18 16 17 

Middle management 52 58 57 63 

General staff 687  709  737  771 

Total Manpower 756  793  818  858 

change +/-   4.9%  3.2%  4.9% 

Manpower     

Average manpower     

Division Level - - - - 

Department level 53 39 46 45 

Top Management Team (TMT)                  4                  8                  8                   7 

manpower excluded TMT             752              785              810               851 

avg manpower of TMT level          188.0             98.1           101.3            121.6 

Operations              700              727              753               788 
management levels (TM+middle 
management)            56.0             66.0             65.0              70.0 

Span of control            13.5             12.0             12.6              12.3 

 

Source:  TOP’s HR Survey 2009. 

 

In  this  study,  during  the  past  four year  (2005-2008),  TOP  has  expanded  its 

business, the total assets in 2005 were worth 34,263 million baht while in 2008 it was 

over 42,540 million baht or on average 6 % per annum, and by the end of first half of 

2009  stood  at  52,864  million  baht  (See  Table  Case  3.14).  Manpower  during  2005-

2008 increased by 4.9 %, or 3.4 % on average. As for TMT headcount, this was quite 

stable on average (2005-2008). In terms of the span of control (operation/management 

level),  it  has  been  quite  stable  over  the last  three  years  (2006-2008)  with  a  slight 

decrease on average (13.5 in 2005; 12.3 in 2208), while the middle management level 

increased from 52 (2005) to 63 (2008), or an average +5.3 % as shown in Table Case 3.9. 
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Considering the span of control, the wide span creates a flatter organization and leads 

to higher organization performance (Robbins, 1990:88-89).   

In sum, the current organization structure obviously demonstrated wider span 

and low vertical differentiation. In addition, all things being equal, the wider or larger 

span,  the  more  efficient  the  organization and  this  creates  a  flatter  organization 

(Robbins, 1990: 88; Robbins and coulter, 2003: 260-261). These are aligned with the 

TOP’s corporate mission. 

 

3.5.2  Organizational Structure Analysis 

Given the findings, management need to reevaluate how well the strengths and 

weakness  of  the  current  structure  fit  both  the  intended  strategy  and  the  potential 

opportunities  and  threats  in  the  future  environment.  The  following  study  related  to 

internal  environment  especially  in  organizational  structure  which  can  be  classified 

into three dimensions: complexity, formalization, and centralization. 

3.5.2.1  Complexity  

Complexity refers to the degree of differentiation that exists within an 

organization, which can be studied according to the following three sub-dimensions: 

  1)  Horizontal differentiation  

Considers  the  degree  of  horizontal  separation  between  units 

based on the orientation of members, the nature of the tasks they perform, and their 

education  and  training.  Obviously,  since  TOP’s  functional  structure  has  much 

diversity in many units, the horizontal differentiation is rated as ‘high’. 

2)  Vertical differentiation  

Refers to the depth of the organizational hierarchy or in structure. 

Differentiation increases, and hence complexity as the number of hierarchical levels 

in  the  organization  increases.  In  short,  the  more  levels  that  exist  between  top 

management and operatives, the greater the potential of communication distortion and 

the more difficult it is to coordinate the decisions of managerial personnel. Therefore, 

the  more  difficult  it  is  for  strategic  leaders  to  oversee  the  actions  of  operatives.  As 

shown in Table Case 3.18. The wider span of control (no. of operations per management = 

12.3 in 2008) creates flatter differentiation and a flat organization (Robbins, 1990: 87-9). 

This evaluation is rated as moderate to rather low. 
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3)  Spatial differentiation  

Refers  to  degree  to  which  the location  of  an  organization’s 

facilities  and  personnel  are  dispersed  geographically.  TOP’s  main  operation  still 

focuses  on  the  domestic  country  rather  than overseas.  Thus,  the  finding  is  rated  as 

low. In sum, an increase in any one of these factors will increase the  organization’s  

complexity.  

 

Table Case 3.9  The Complexity of Organization Structure of  TOP 

 

Complexity Reason of assessment 
Level of 
complexity 

Horizontal 
differentiation 

1.Number of official job titles different units in 
divisional units such as refinery, marketing business 
units and supporting functions 

High 

Vertical differentiation   2.Depth in the structure which is measured by 
number of divisions and subunits; or number of  
hierarchical levels from the top to the lowest levels of 
the organization) 

Moderate 

Spatial differentiation The location is mainly dispersed geographically in 
the domestic country of Thailand, and does not 
mainly cover overseas operations. 

Low 

Specialization High specialization due to the nature of integrated 
business units, grouping of activities performed by an 
individual, the work typically done by engineer, 
through  quite sophisticated and expensive methods.   

High 

 

3.5.2.2  Formalization  
Formalization refers to the degree to which jobs within the  organization 

are  standardized  and  the  extent  to  which employee  behavior  is  guided  by  rules  and 

procedures  (Robbins,  1990:  93,  Robbins  and  Coulter,  2003:  263;  Mintzberg,  1979). 

Formalization  is  also  defined  as  the  extent  to  which  rules,  procedures,  instructions, 

and  communications  are  written  (Pugh  et al.,  1968:  75;  Robbins,  1990:  94).  High 

formalization is reflected in explicit job descriptions, lots of organizational rules, and 

clearly  defined  procedures  covering  work  processes  in  organizations.  When  the 

formalization is low, employee behavior will be relatively nonprogrammed. Such jobs 

would offer staff a great deal of freedom to exercise discretion in their work. Hence, 

formalization is a measure of standardization. This standardization not only eliminates 

employee engaging in alternative behaviors but removes the need for staff to consider 

alternatives. 
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Regarding the safety and controls relating to rules and regulations, as 

the leaders in refinery, TOP has demonstrated a high professional degree in approaching 

safety concerns. According to the corporate annual report 2008, “At Thaioil, we are 

committed  to  continuously  improving  QSHE  and  ISO/IEC  17025  management 

systems in order to maintain our certifications.”  To maintain this status, it is crucial 

rules and regulations to be strictly adhered to in operations. Moreover, in 2008, TOP 

made preparations to expand the scope of QSHE recognition to process units across 

the company, including related business units. TOP also provide QSHE and ISO/IEC 

17025 management system support to Thaioil Group; for instance, TOP’s laboratory 

has  become  the  central  laboratory  for  the  Thaioil  Group.  This  approach  offers 

efficient and effective equipment management and qualified personnel while reducing 

work  and  equipment  duplication.  In  addition,  the  central  laboratory  provides 

assurance  that  the  same  systems  and  standards  are  in place  across  the  group  while 

resources  are  fully  optimized.  Additionally, lab  personnel  are  able  to  develop  their 

skills  from  testing  every  product  within the  Thaioil  group.  Evidence  supporting  the 

above-mentioned  activities  included  the  many  QSHE  Awards  both  at  domestic  and 

international levels that the company has received. For instance, the EIA Monitoring 

Awards  for  operations  complying  with  measures  in  the  environment  impact 

assessment  report  and  for  outstanding  environmental  management,  Thailand  Energy 

Awards 2008 for promoting organizational environmental conservation, as well as the 

ASEAN  Energy  Awards  2008  for  the  best  energy  management  in  industry.  As  a 

result, TOP’s formalization is high due to its focus on operational concerns especially 

product quality and safety controls. 

Additionally, in the survey (see Table Case 3.A9, statements 1.14, 1.5, 

1.6), the employee attitudes towards the organizational structure facilitating the firm’s 

operation  somewhat agreed and strongly agreed (totaling 45.2 %) that it was a good 

design.  The  staff  felt  they  have  more  say in  decision-makings,  perhaps,  with  the 

current IT system to facilitate their work and communications. Nevertheless, this does 

not mean that TOP has less formalization. As TOP is a public company registered in 

the stock exchange, the company has to follow the rules and regulations in  compliance 

with  the  SET.  In  sum,  for  the  standard operating  procedures  for  running  refineries 

such  as  manual  operaions,  rules  and  regulations  are  still  stringently  controlled  and 

standardized. The degree of formalization was assessed as ‘high’.  
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 3.5.2.3  Centralization 

 Centralization  is  concerned  with  the  dispersion  of  authority  to  make 

decisions within the organization, and not geographic dispersion (Robbins, 1990: 104-

105).  According  to  Table  Case  3.A9,  the  survey  (item  1.15)  showed  that  over  half 

(56.6 %) of the employee respondents show fairly agreement in decision-makings, but 

still somewhat agreed and strongly agreed that they were involved in their decision-

makings (totaling 37.8%). There were no responses showing disagreement.  In the in-

depth interview, TMTs explained: “If you're talking about authority decision-making, 

there are several view points from business group and structure. In order to optimize 

the  existing  business,  we  definitely  have  to  centralize,  but  in  terms  of  the  growth 

sought  by  SBUs,  we  deploy  decentralization  with  each  making  its  own  decision. 

Regarding  organizational  structure,  structurally  speaking, we  believe  in  the  current 

structure. It is decentralized with the power cascading down by function. Nonetheless, 

except  for  the  back  office  function,  it  is  still  centralized.  For  instance,  HR  gets  the 

policy from top management and then applies the policy to the whole Thaioil group.” 

Since  TOP  is  part  of  the  PTT  Group,  when  asked  about,  how    the 

strategic  leaders  to  handle  this  issue as  regards  centralized  authority.  The  TMT 

elaborated:  “Our  CEO  came  from  PTT.  That  is  a  good  point  because  we  can  align 

with the PTT Group easily; for instance, PTT  would like to be one of the Top 100 in 

Fortune.  They  have  to  review,  gas,  refinery  and  all  operating  arms  and  so  forth. 

Thaioil at the least is in the Top 2 refinery businesses in Asia; therefore, when PTT 

has the secondment to subsidiaries, the president of Thaioil (TOP) needs to fine tune 

the vision and strategic fit together as one of their leaders and how to find the proper 

definitions  in  order  to  align  with  PTT Group.  We  have  arranged  a  brainstorming 

session  every  year.  In  the  PTT  Group’s  annual  conference  around  mid-year,  every 

company  (SBU)  reviews  the  environment  condition  changes  in  both  the  short-term 

and  long-term,  and  then  aligns  all  the  created  projects.  These  projects  are  done 

through  project  champions  and  the  project  owners,  such  as  refinery  champion, 

marketing champion, and so forth. Each project looks at how to align conflict issues, 

directions, brainstorming reviews and to synergize the strategic fit with the goals.”  

In sum, it is obvious that TOP has high formalization, complexity and 

low  centralization  (limited  decentralization),  and  that  strategic  leadership  is  instrumental 

for alignment, as shown in Table Case 3.10.  
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Table Case 3.10  Summary of The Variables that Affect TOP’s Organization Structure 
 

Dimensions of 
organizational 
structure 

Finding variables that affect TOP’s 
organizational structure 

Assessment Level of 
Characteristics 
Structure 

Complexity Horizontal differentiation, and 
specialization-high, and vertical and 
spatial -low 

Moderate to Rather 
High 

Formalization Safety controls, have procedures, rules and 
regulations  

High 

Centralization -Survey findings show some degree of 
liberalized decision-making among the 
employees 

Low 

 

In  the  dynamic,  unpredictable  environment  of  the  energy  industry, 

TOP’s  structure  is  not  consistent  with  the  prediction  of  Burns and  Stalker’s  of  an 

organic  structure  characterized  by  flexibility  and  adaptability.  Moreover,  the  current 

structure  of  TOP,  in  fact,  is  in  line  with  Mintzberg’s  configuration  in  terms  of  a 

Machine  Bureaucracy  and  prone  to  a  “divisionalized  form”  that  is,  the  prime 

coordinating mechanism in the “divisionalized” form is the standardization of outputs, 

and  the  key  design  parameter  is  the  performance  control  system  (Mintzberg,  1993: 

215-252).  The divisionalized form relies on the market basis for grouping units, and 

calls  for  the  decentralization  of  the  parallel  limited  vertical  variety.  Indeed, 

divisionalized  structures  can  turn  out  to  be  rather  centralized  in  nature.  The 

headquarters allows the divisions close to full autonomy to make their own decisions, 

and  then  monitors  the  results  of  these  decisions.  Moreover,  the  key  part  of 

organization is that of the middle line (or SBU). As TOP has many subsidiaries, this 

structure is suited the conditions of relatively simple and stable, diversified markets, 

and this will lead to organizational effectiveness (Mintzberg, 1993: 280-281).   

According to the above analysis, the relationships between environment 

and organizational structure of TOP can be summarized as shown in Table Case 3.11, 

Case 3.12. 
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Table Case 3.11  Summary of Predicted and Real Structural Characteristics of TOP 

under Unstable and Unpredictable Environment of TOP’s 

Executives by Burn & Stalker 

 

Variables 
Predicted structural 

characteristics of firm according 
to Burn & Stalkers 

Real structural characteristics of 
the firm 

Environment 
Unstable and Unpredictable 

(Dynamic) 
Unstable and Unpredictable 

(Dynamic) 
Organizational 
Structure Organic  Mechanistic  

Formalization Low High 

Centralization Low Low to rather moderate 

Complexity  Low 
Low spatialization, moderate in 

verticalization 

 

Table Case 3.12  Summary of Predicted and Real Structural Characteristics of TOP 

under Unstable and Unpredictable Environment by Mintzberg 

 

Variables 
Predicted structural 

characteristics of firm according 
to Mintzberg 

Real structural characteristics of 
the  firm 

Environment Dynamic and complex 
Dynamic, moderate rather high 

complexity 

Structure Adhocracy Mechanistic, Divisionalized form  

Formalization Low High 

Centralization Low Moderate (Limited decentralization) 

Complexity  High 
Moderate (low spatialization, 
moderate in verticalization) 

 

Regarding  the  research  findings  on  the  impact  of  all  environmental 

conditions on the organizational structure of TOP, they do have somewhat influence 

on centralization, as the firm tries to lower centralization to cope with the dynamic, 

and unstable environment as confirmed by the results of employee perception in the 

survey. In addition, the structure was close to machine bureaucracy or divisionalized 

form instead of an adhocracy as predicted by Mintzberg. Therefore, the environment 

condition  does  not  seem  a  major  determinant of  TOP’s  structure  in  this  regard,  and 

this leads to the sub-optimization of organizational effectiveness. 
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 3.6  Relationship of Strategic Stance-Environment-Structure  

 

As mentioned in the literature review, Miles and Snow's framework is suitable 

for application to the study (Robbins, 1990: 130). According to the in-depth  interviews 

related to this aspect, the TMT concluded: “We see our organization as an analyzer 

because  we  strongly  analyze  the  situation  and  all  the  risks  that  may  affect  the 

business.  Also,  for  the  above  reasons, we  are  probably  beyond  the  analyzer  type 

(between analyzers and prospectors). As already described, so far we are not prospectors 

in terms of being a real innovator, and absolutely not a reactor type.” 

In  the  level  of  competitive  analysis  within  a  particular  industry  or  strategic 

group,  this  strategy  characteristic  type  is  useful  for  the  various  competitors  for 

predictive  purposes  (Miles  and  Snow,  1978); that  is,  the  key  element  in  Miles  and 

Snow's  strategy-structure  theory  is  the  management's  assessment  of  environmental 

uncertainty. Since in the study, the environment is uncertainty, and the analyzer is the 

hybrid  of  stability  and  flexibility,  the  organizational  structures  are  moderately 

centralized in control with tight control over current activities and looser controls for 

new  undertakings.  The  above  finding  shows that  TOP  is  in  an  environment  of 

uncertainty  and  its  characteristic  structure  in  terms  of  centralization  is  mixed,  being 

highly  centralized  in  headquarters  especially  for  the  financial,  risk  management. 

Meanwhile,  the  strategic  business  units  or divisions  (such  as  Thaioil  Marine,  Thai 

Paraxylene, Thai Lube base, and Independent Power) are more decentralized. As they 

are  primarily  concerned  with  specific  goals,  they  have  broad  autonomy  in  their 

operations and decision-making development. Therefore, they are decentralized with 

power shared throughout to the certain degree.  

In  addition,  according  to  the  survey  of  the  executives’  perceptions  in  Table 

Case 3.A6 (items 1-3), almost 90 to 100 % of the executives believed in they were of 

the  prospector  type  in  exploiting  opportunities,  and  maximizing  profits;  however,  a 

one-fifth (20%) still believed in innovation as key for their current success. In short, it 

was quite obviously that the firm’s main focus was still on profitability and somewhat 

prone to innovation. Nevertheless, the current structure of TOP is still very much as 

recommended by Miles and Snow. 
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For  the  above  reasons,  as  regards,  the relationship  of  environment-structure-

strategy, TOP’s strategic typology is still that of an “analyzer”. The conclusions of the 

findings are summarized as shown in Table Case 3.13.  

 

Table Case 3.13  Summary of Predicted and Real Strategic Stance Characteristics of TOP 

  

Determinant    
variables 

Predicted strategic types of the 
firm according to Miles & Snow 

Real characteristics of the  firm  by 
strategic leaders-TMTs 

Strategic Stance Analyzer Analyzer 

Goals Stability and flexibility, Hybrid 

Environment Changing or Hybrid 

Dynamic, uncertain environment, 
moderate in complexity 

Structure Hybrid, but mainly to Mechanistic 

Formalization High 

Centralization Low to rather moderate 

Complexity  

Moderately centralized control; 
tight control over current 

activities; looser controls for new 
undertakings, Matrix Structure 

Moderate to rather high (low in 
spatialization) 

Product Main focus on cost -leadership in 
refinery 

Market  

 Core of traditional products; 
Enter new market after viability 
established by prospects 

Market diversification to 
internationals, but still domestic focus 

 
 

3.7  Relationship of strategic stance and organizational effectiveness 
 

The  last  part  of  the  study  explores the  interrelationship  of  the  overall 

organization  effectiveness  and  the  strategic  stance  by  using  the  Balanced  Scorecard 

concepts as follows: 

 

3.7.1  Financial Perspective: 

The first measure related to financial analysis was derived by using the archived 

data from SET (Table Case 3.14). According to TOP’s report on financial performance: 
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To  measure  the  success  of  firm  in  terms  of  financial  performance,  there  are 

five key financial ratios, Return on Assets (ROA), Return on Equity (ROE), Debt to 

Total Equity (D/E), gross profit margin, and net profit margin. By using 2004 as the 

basis  of  growth  calculation, the  researcher  can  then  make  a  comparison  of  the 

performance  each  year,  and  at  the  same  time  in  order  to  compare  across  companies 

within the same industry, Z-Cores, and T-scores were applied as shown in Table Case 3.15.  

 

Table Case 3.14  Financial Analysis of TOP (2005-2008, and First Half of 2009)  

 

Period Y/E '05 Y/E '06 Y/E '07 Y/E '08 Q1 '09 Q2 '09
as of 31/12/2005 31/12/2006 31/12/2007 31/12/2008 31/3/2009 30/6/2009

Assets 124,168.89 124,681.53 137,062.79 132,840.72 140,919.88 146,084.63
Liabilities 57,316.44 51,868.74 65,177.30 69,261.30 74,960.82 76,029.27
Equity 63,266.14 68,557.90 67,435.00 58,922.00 61,203.50 65,350.68
Paid-up Capital 20,400.28 20,400.28 20,400.28 20,400.28 20,400.28 20,400.28
Revenue 252,897.93 283,707.76 263,832.71 401,399.71 56,924.07 128,804.70
Net Profit 18,753.11 16,595.03 19,175.63 223.57 2,283.40 8,472.74
EPS(Baht) 9.19 8.13 9.4 0.11 1.12 4.15

ROA(%) 20.61 17.83 20.33 1.4 -0.26 -4
ROE(%) 33.32 25.18 28.2 0.35 -2.06 -8.06

Net Profit Margin(%) 7.42 5.85 7.27 0.06 4.01 6.58

Statistics as of 30/12/2005 29/12/2006 28/12/2007 30/12/2008 7/8/2009 24/8/2009
P/E 7 5.35 10.76 3.64 N.A. N.A.
P/BV 2.22 1.6 2.35 0.72 1.33 1.25

Book Value per 

share(Baht) 28.62 32.84 36.77 33 30 32.03
Dvd. Yield(%) 2.83 6.67 4.05 19.07 6.87 6.87

Last Price(Baht) 63.5 52.5 86.5 23.6 40 40
Market Cap. 129,541.77 107,101.46 176,462.41 48,144.66 81,601.11 81,601.11

Financial Ratio

Financial Data

 

 

Source:  SET, SETSMART, 2004-2008. 

 

In the analysis, compared with the total industry (seven companies), according 

to  the  five  key  performance  indicators,  the  overall  findings  showed  that  during  the 

1H2009  of  the  study  period  TOP  was  ranked as  having  a  ‘moderate’  (2.0  of  5) 

performance (see Appendix K Tables K3.1 through K3.5, and Table Case 3.15). 
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Table Case 3.15  Finance Analysis Related to Organizational Effectiveness 

 

Financial ratio PTT BCP TOP EGCO BANPU RATCH BAFS  industry

ROA (%) 1 2 1 2 5 5 2 1

ROE (%) 1 2 1 1 4 3 1 1

- D/E Ratio (times)  3 3 2 4 4 5 5 4

- Gross Profit Margin(%) 2 5 3 2 3 5 2 3

- Net Profit Margin (%)  2 5 3 4 5 5 2 5

ROA (%) very low low very low low very good very good low very low

ROE (%) very low low very low very low good good low very low

- D/E Ratio (times) moderate moderate low good good very good very good good

- Gross Profit Margin(%) low very good moderate low moderate very good low moderate

- Net Profit Margin (%) low very good moderate good very good very good low very good

COMBINATION

Financial Assessment 1.8 3.4 2.0 2.6 4.2 4.6 2.4 2.8  
 

Note:  1)  Archived data was based on SET Smart, 2004-2009 Analysis     

            2)  For Industry was based on average for 7 companies for calculating Z-Score,   

                 T-Score and then transforming the raw data as a  normalized score for  

                comparison. 

           3)  Note: Low = 1.0-2.33; Moderate = 2.34- 3.66; High = 3.67-5.00  

 

3.7.2  Customer Perspective: Customer Satisfaction 

In  the  study,  the  researcher  surveyed  customer  satisfaction  with  TOP.  Since, 

the refinery is the core business of TOP and the main customers are companies such 

as  PTT,  Shell,  and  EGAT,  unlike  the  PTT and  BCP’s  case  studies,  the  researcher 

could not measure  customer satisfaction by using the same questionnaire as the main 

customers  of  TOP  are  EGAT,  and  PTT;  however,  the  survey  still  used  in  the  same 

items  in  order  to  ensure  consistency  for  comparison.  The  survey  related  to  the 

evaluation  of  product/service  quality,  staff  of  personnel,  process  and  facilities,  and 

overall perspectives. “The contribution of our refinery is 60 %, aromatics (petrochemical)/ 

lube-base at around 30%, and the rest 10 % (power, transportation)” outlined TMT. 

Since the client respondents are at the executive level and have been working 

and in a good relationship with TOP for a long time. Thus, they are quite sensitive and 

reluctant  to  disclose  their  names,  so the  respondents  were  kept  anonymous.  The 

customers  were  in  the  senior  executive  positions  of  the  big  firms,  with  long 

experience  in  the  company  of  over  10  years,  and  total  experience  of  over  20  years, 

had high educational background (master’s degree), and have been dealing with TOP 

for to two to five years.  The  following comments were noted: “For TOP’s brands, 
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from the corporate image perspective, there’s no doubt that Thaioil is quite strong in 

the refinery industry; besides, its product quality is quite high (score 4 out of 5). For 

staff,  we  believe  the  staff  are  quite  skillful  in  terms  of  ability  and  their  capability/ 

competence in dealing with business, their courteousness, handling of complaint and 

when give information, the explanation is  clear enough. Overall the staff was rated 

from somewhat moderate to high (3-4 out of 5, average 3.5).”   

Moreover,  this  evaluation  is  also  in line  with  the  comments  on  overall  jobs 

being  well  done  overall.    There  was  evidence  to  support  on  this.  That  is,  the  most 

outstanding of TOP, rated as highly satisfied in terms of the facility in the world-class 

standard, outstanding process (annual report, 2008). The client executives showed that 

they were mostly satisfied with TOP’s new initiatives or ideas provided; in addition, 

some comments related to the information and time-efficient and stringent follow-ups 

by their staff as to the effect that they needed more improvement; thus,  the customers 

evaluated  TOP  in  these  measures  as  ‘moderate’.  Nonetheless,  when  asking  them  to 

evaluate  the  overall  performance,  they  concurred:  “Yes,  we  certainly  recommend 

Thaioil as the first choice for clients, and would give the overall satisfaction of 4 out 

of  5.”  In  addition,  in  the  customer  satisfaction  survey  for  Thaioil,  the  overall  score 

was on average 3.72 or 5 (74.4 %),  which is to say ‘high’. 

 

3.7.3  Internal Process 

As  internal  process  is  a  non-financial  measure,  there  are  four  perspectives: 

safety index, total quality index, employee efficiency, and loyalty to organization. The 

first  one  was  obviously  evident  from  archived  records  for  the  safety  of  the  firm.  In 

this energy business, less accidents or none are the key success factors.  For the others 

perspectives,  the  researcher  conducted  a  survey  via  questionnaire  related  to  their 

employee  attitudes  towards  to  these  measures  (see  Tables  Case  3.A10,  and  Case 

3.A11).  According  to  TMT:  “In  terms  of  employee  satisfaction,  employees  send  us 

their complaints, their opinions; besides, we also have a free forum in the workshop 

for  everyone  to  articulate  any  issues.  We  work  as  a  team,  like  a  brotherhood  rather 

than the boss-subordinates relationships. This is our culture, it is also reflected in the 

corporate  value  “POSITIVE”  as  mentioned  before.  Then  when  we  know  we  have  a 

“gap”, we let all the team solve it together. The senior management open their doors 
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and  welcome  all  staff  in  providing  any  suggestions  or  recommendations  to  improve 

the firm.” 

For  the  other  evidence,  again,  the researcher  conducted  a  survey  via 

questionnaire  related  to  the employee  attitudes  towards  this  measure.  According  to 

Table Case 3.A8, the findings showed that the employees agreed that the total quality 

management  program  such  as  the  corporate  goals  and  work  plan  development, 

working  process  and  responsibility  changes  were  highly  recognized,  and  that  they 

cooperated quite well (statements 1.3, 1.4, 1.6). As for limitations,  some viewed the 

performance  in  terms  of  human  resources  management  to  aid  programs,  resources 

sufficiency,  the  knowledge  of  staff,  and  organizational  structure as  not  fitting  the 

quality  development  program  (statements  1.5  1.7,1.8,1.9)  at  the  moderate  level.    In 

sum, there is a room for improvement in this quality development area. 

In  addition,  with  reference  to  Table  Case  3.A9,  in  the  previous  analysis  of 

employee efficiency and work commitment, and loyalty to organizations, the findings 

showed  that  the  employee’s  role,  their  responsibilities,  and  work  efficiency,  were 

linked to the organization’s success (statements 2.1, 2.2, 2.3). In terms of loyalty to 

the firm, overall, over three-quarters strongly demonstrated a high degree of loyalty to 

the organization: for instance, being proud of being employees, work preferences, and 

the  firm’s  future,  willing  to  recommend  via  word-of-mouth.  However,  some  did 

showed a willingness to change their current work (statement 3.4). In short, this led to 

their  high  commitment  which  is  obviously  addressed  in  their  loyalty  to  their 

organization  as  well  (statements  3.1  through  3.4).  With  the  above  evidence,  the 

overall finding of this measure was rated as ‘high’ (3.84 out of 5). 

 

3.7.4  Learning & Growth 

The second evaluation was based on the responses from the employee survey 

(see  Appendix  X,  Table  Case  3.A10,  Case 3.A11).  Four  dimensions  were  explored: 

training  &  development;  career  development;  employee’s  satisfaction  and  corporate 

social responsibility.   

For training & development, the survey shows that over half were somewhat 

satisfied  with  their  current  training  and  development  programs  (statements  4.1,  4.2, 

4.3, 4.4); besides. Almost 90% of respondents felt that their present job was challenging 
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which supported their learning (statement 4.3).  There were a few staff (11.3 %), who 

somewhat  disagreed  with  the  efficiency  of  the  current  training  &  development 

program; they viewed that it as not being enough for their jobs, and less opportunities 

to  learn  and  develop  themselves.  This  figure  implied  that  the  employees  have  been 

trained, in alignment with what the TMT elaborated upon in the previous interview. 

However, when considering the career development, over half of the employees were 

mostly  satisfied  (statements  5.1,  5.2)  for  their  career  path,  and  their  knowledge 

development.  Moreover,  the  employees  felt  very  secured  in  their  jobs  (83%),  with 

strong  support  from  line  managers  (statements  5.4,  5.6).  Nonetheless,  over  half 

(50.9%)  of  them  felt  that  there  were  less opportunities  to  get  promoted,  and  some 

(15.1%)  felt  there  was  less  chance  (statement  5.3).  This  is  line  with  their  response 

about having opportunities to do an outstanding job in their presemt role (statement 

5.5). As for their attitude towards corporate social responsibility (CSR), the findings 

show  that  the  majority  of  employees  somewhat  agreed  and  strongly  agreed  about 

being proud of their responsibilities, liking their present jobs, that their jobs fits their 

capabilities  (statements  6.1, 6.3,  6.4,  6.5);  nonetheless,  there  was  a  diversity  of 

opinion as regards job satisfactions, as one–quarter felt their present work was boring, 

and  involved  a  lot  of  office  politics  (statements  6.2,  6.6).  Moreover,  none  of  the 

employees  disagreed  with  the  organization’s  CSR  programs.  The  majority  of  the 

respondents  (two-thirds)  somewhat  and agreed  and  strongly  agreed  that  the 

organization supports local communities, and believed in its benefits to society, even 

their products and services quality and that the prices is good for all (statements 7.1 

through  7.5).  In  addition,  three  quarters  of the  employees  mostly  agreed  with  the 

present  organization’s operations (statement 8.0). 

In  the  in-depth  interviews,  TMT  expressed  the  opinion  related  to  their 

employees:  “We  have  been  using  BSC  almost  for  four  years,  with  clear  career 

development; the evidence shows that there has a low turnover or nearly none, except 

for education.” 

When asked how this related to organizational effectiveness, TMT explained: 

“Firstly,  we  would  like  all  employees  to build  their  awareness,  participate,  and 

communicate  top-down.  However,  there  is  still  the  main  issue  that  making 

effectiveness  less  than  expectation;  that  is,  the communication  breakdown  when 
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cascading  down  from  function.  This  especially  true  in  understanding  KPIs  and  Co-

KPIs  together,  where  the  line  managers  are key  for  this  linkage,  they  have  to  agree 

upon something when arguments happen. A teamwork concept is very important, we 

have  “shared  responsibilities”,  how  to  apply  a  weight  (KPIs).  We  have  been  started 

for three years so far, it is right now in a good shape and improved.” Moreover, TMT 

provide  further  detail:  “The  employee  satisfaction  survey  last  year  was  85%,  our 

target  was  90%”.  Thaioil  has  received  3.5  out of  5  for  3  years,  but  normally  in  this 

industry, a firm would get around  3.” 

It  is  obvious  that  the  relationship  of  strategic  leaders’  decision-making 

(strategic  stance)  to  human  resources  development  is  in-line  with  the  UK  Chartered 

Management Institute’s 2001 report (Holbeche, 2005: 415-416). The report stated that 

the top three characteristics strategic leaders should have in all industrial sectors are: 

1)  inspiring  (55%)  the  team,  2)  strategic  thinker  (41%),  and  3)  forward-looking 

(36%).  TMT further elaborated: “Firstly, as I said, the economy condition impacts the 

refinery  business.  To  be  prepared  over  the  next  3-5  years,  the  top  management  is 

interested  in  having  more  accurate  forecasting,  and  timing,  moreover,  it  should  be 

“market-oriented”  rather  than  “production-oriented;  Secondly,  to  build  employee 

capabilities with an entrepreneurship mindset as we need to complete in the globalization 

arena; thus, the development of the staff’s capabilities is key to success.” 

In the study, the researcher found that high specialization of TOP also affects 

its size. In giving their response on the effect of size on the effectiveness of the firm, 

TMT said: “Yes, it is important. With the current number of resources and manpower, 

it  should  be  enough.  It’s  a  little  bit  tight.  In  case  of  the  growth,  we  need  more. 

Another  issue  that  we  encounter  related  to strategic  leaders,  is  the  succession  plan, 

especially  for  the  executive  successors of  number  two  or  number  three-  how  to 

connect and continue the business. Strengthening the top management executive team 

is crucial for us.”  When probing further to the learning and growth through inside or 

outside resources, which is a key element the company is pursuing, the TMT added: 

“We  see  ourselves  as  internal  growth  rather  than  external,  because  we  believe  in 

building the capabilities of the current team from within rather than acquiring it from 

outsiders. In the past, out experiences showed that sometimes the outsiders don’t fit 

Thaioil’s culture.” Therefore, it can be said that TOP’s learning and growth basically 
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come  from  within  the  organization.  In the  survey,  the  finding  shows  that  TOP’s 

learning and growth was recognized as “high” (3.72 out of 5). 

 

3.7.5  Organizational Effectiveness Measurements 

As mentioned in the literature review, the study was based on the measurement as 

recommended by Best Practices, LLC, an independent research study firm (qouted in 

Kaplan and Norton, 2001: 375-376), who analyzed the scorecards of twenty-two firms 

that successfully implemented BSC. They recommended higher weighting for internal 

process  rather  than  the  importance  of focusing  on  the  drivers  of  financial  and 

customer outcomes; in addition, almost 80% of the measures should be non-financial. 

Nevertheless,  for  the  energy  industry  (e.g.  in  the  case  of  Mobil  Oil),  of  the  best-in-

class companies, the weight should be 50% of its twenty-four measures in the internal 

process perspective- an operational excellence, environment, health, and safety issues. 

This reflect a capital intensive investment of this industry. The researcher then applied 

this  factor  to  evaluate  the  overall  organizational  effectiveness.  The  result  of  the 

computation was 3.38 out of 5. If we are looking at financial assessment alone, TOP 

in  the  studied  period  showed  quite  a  ‘low’  performance,  but  when  reflecting  on  the 

non-financial  measures,  the  results  look  better.  The  figure  implied  that  TOP’s 

organizational effectiveness during the first half of 2009 was ‘moderate’ (Table Case 

3.16). 

 

3.8  Summary 
 

The findings on the case study of TOP during the first half of 2009 can be 

summarized as follows: 

1)  There  is  an  interrelationship  between  the  external  environment  condition 

and  organizational  effectiveness.  The  executive  attitudes  towards  the‘general 

environment’ condition was reflected in the high concerns in economic, socio-cultural, and 

ecological  conditions.  Meanwhile  for  the ‘task  environment’,  government  policy, 

financial/capital,  and  suppliers  have  high  effect  and  competition,  and  customer 

concerns have a moderate effect. The environment is dynamic and complex (moderate 
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to  rather  high,  due  to  diversification,  but  still  with  a  domestic  focus),  with  high 

scarcity concerns. 

2)   TOP’s strategic leadership is rated as “high” due to the strong experience 

of the top executive management, the clear cascading down of the vision/mission, and 

the core value throughout the firm. 

3)  As regards the impact of all environmental variables on the organizational 

structure of TOP, they do have some influence on centralization, as the firm tries to 

lower  centralization  to  cope  with  the  dynamic,  and  unstable  environment  as 

mentioned in the employee’s perception survey. In addition, the structure was close to 

machine bureaucracy or a divisionalized form instead of an adhocracy as predicted by 

Mintzberg. Therefore, the environment condition does not seem a major determinant 

of TOP’s structure in this regard, and will lead to the sub-optimization of organizational 

effectiveness. 

4)  TOP’s  organization  structure  is  functional,  and  has  a  strategic  stance  of 

analyzer according to by Miles and Snow. 

5)  The first quarter of the 2009 showed that TOP’s financial performance was 

‘low’. Nevertheless, with the current environment-structure-strategic leadership-strategy, 

the customer satisfaction, internal process and the learning and growth were internally 

evaluated  as  being  of  ‘high’  effectiveness.  As  a  result,  the  overall  organizational 

effectiveness was also reflected as moderate. 
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Table Case 3.16  Summary of the Organizational Effectiveness of TOP 

 

Variables  Measures Levels Scores 

Interpretation  of 
Organizational 

effectiveness 
Level 

Financial -Return on Assets 
(ROA) %;-Return 
Equity (ROE) %;-Gross 
Profit Margin (%); - Net 
Profit Margin (%)  

Achieved data from Stock Exchange 

Market, a time series during 2005-1 
half of 2009,  based on the 2004 as 

the base index, standard score 
adjustment for Z-score, and T-score 

and average for 7 companies as the 
industry average 

2.00  Low 

Customer 

Satisfaction 

-Customer 

Satisfaction Index 

An assessment from customer survey 3.72  High 

Internal 

Process 

-Safety  index 

(achieved data) 
-Total quality 

index(item 1.3-1.9) 
-Employees 

Efficiency and 
commitment (item 

2.1-2.5) 
-Loyalty to 

organization (item 
3.1-3.4) 

A combination of survey of quality 
development index, employees’ work 
efficiency, and loyalty 

3.84  High 

Learning & 
Growth 

-Training & 
Development (item 

4.1-4.4) 
-Career Development 

opportunity (item5.1-
5.6) 

-Employee 
satisfaction 

index(item 6.1-6.6) 

A combination of survey training & 
development, career development, 
and employee satisfaction index 

3.72  High 

Overall 

Composite 
Index 

Summation of four 

measures 

A combination of four factors 
0.167*(Finance +Customer + 
Learning & Growth)+ 0.5* Internal 
Process) 

3.50  Moderate 

 
 Note:  For financial measure 

           1)  Archived data was based on SET Smart, 2004-2009 Analysis     

           2)  For Industry, this  was based on the average of 7 companies for calculating 

Z-score, T-score to transform the raw data as a normalized score for 

comparison. 

           3)  Low: 1.0-2.33; Moderate: 2.34-3.66; High: 3.67-5.0 

           4)  Statements or items, please see details in Appendix X 



 
248

CASE STUDY No. 4  POWER GENERATING (ELECTRICITY) 

 

The Electricity Generating Public Company Limited  

(EGCO GROUP) 

 

              The  second  group  of  power  generation  of  this  study,  the  Electricity 

Generating  Public  Company  Limited  (EGCO)  was  the  first  IPP  in  Thailand  and 

established in May 1992 as part of the Thai government’s privatization initiatives to 

allow  broader  private  investment  in  the electricity  generating  sector.  EGCO  is 

engaged  in  the  generation  and  sale  of  electricity  and  tap  water  to  the  government 

sector  and  industrial  users  both  in  Thailand  and  overseas.  It  also  provides  operation, 

maintenance,  engineering  and  construction  services  to  power  plants,  petrochemical 

plants,  oil  refineries,  and  other  industries.  The  company  primarily  operates  in  the 

Thailand,  where  it  is  headquartered  in Bangkok.  Thus,  EGCO  is  structured  as  a 

holding company with a number of subsidiaries and joint ventures. The company as 

vision  is  to  be  the  leading  Thai  integrated  electric  power  company  with 

comprehensive  energy  services  in  Thailand  and  in  the  ASEAN  region,  with  full 

commitment to environment protection and social development support. 

 

4.1  Company Overview 

 

On  May  12,  1992,  the  Electricity  Generating  Public  Company  Limited  or 

EGCO  became  the  first  independent  power  producer  in  Thailand  founded  by  the 

Electricity  Generating  Authority  of  Thailand  (EGAT).  This  marked  the 

commencement  of  the  Thai  government’s  privatization  initiatives  to  allow  broader 

private sector investment in the power sector.  EGCO’s major business is to produce 

electricity and supply it to the Electricity Generating Authority of Thailand (EGAT) 

under long-term power purchase agreements (PPAs). EGCO focuses its investment on 

pursuing opportunities in power generation in Thailand and also seeks  to  expand  its 

business in ASEAN countries. The main mission is to maximize shareholders’ wealth 

by improving the profitability of the existing assets and acquiring new projects with 

acceptable  risk  and  return  profile.  EGCO is  a  holding  company  with  investment  in 
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power  generation  and  supply  as  well  as  comprehensive  energy  services  providing 

operation,  maintenance,  engineering  and  construction  services  to  power  plants  and 

other industries in Thailand and overseas. Furthermore, the company also searches for 

other good opportunities for growth in the energy related to the core business. 

In addition, in the power business, EGCO’s investment is a long-term one. As 

of December 31, 2008, EGCO group operated 13 power plants, with 3,967.60 equity 

MW,    which  accounted  for  13.27%  of  the  total installed  capacity of  Thailand.    It 

should  be  noted  that  the  equity  MW  of  operating  assets  increased  by  458.50  MW 

from 3,509.1 equity MW in 2007. 

   In  terms  of  the  geographic  dispersion  of  business  operations,  EGCO  has 

developed  the  movement  over  time.  By  the  end  of  the  first  quarter  of  2009,  EGCO 

had invested in subsidiaries and interests in joint ventures. After the sale of shares in 

Amata-EGCO  Power  Ltd.  (AEP),  Amata  Power  (Bangpakong)  Ltd.  (APBP)  and 

Amata Power- ESCO Service Co., Ltd. (AMESCO) the company purchased shares in 

Quezon Power (Philippines) Limited Co. (Quezon) in 2008.  

As  of  March  31,  2009,  Thailand’s  total installed  capacity  was  reported  at 

28,479  MW1.  During  the  first  quarter  of  the  year  2009,  the  peak  demand  reached 

21,318 MW1 on March 13, 2009, which was 5.54% lower than the peak demand in 

April 2008. The National Energy Policy Council approved the revised National Power 

Development  Plan  or  PDP  2007  (2nd  revision)  on  March  9,  2009,  in  line  with 

declining economic growth. This significant impact has led to EGCO’s  adjustments 

in the following strategic action steps: 

1)   delaying the purchase of power from two independent power producers 

who won the  Previous IPP bidding by another year. 

2)  identifying the new power plant in Khanom district, located in Southern 

Thailand, to replace Khanom Power Plant which will expire in 2016 

3)   accelerating  the  purchase  of  power  from  small  power  producers  earlier 

than planned, reducing the power purchase from neighboring countries, and 

4)   adjusting the capacity of nuclear power plants to 1,000 MW in 2020 and 

1,000 MW in 2021. 

EGCO has three main core businesses, its power (sale of electricity) business, 

its service business (providing operation, maintenance, engineering and construction 
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services to power plants, petrochemical plants, oil refineries, and other industries and 

its  tap  water  business supply  to  the  government  sector and  industrial  users  both  in 

Thailand and overseas.  

 

 

Figure Case 4.1  The Map of EGCO’s Operations 

 

Additionally, in order to sustain the EGCO Group in terms of being the leaders 

of the market in the energy sector, EGCO’s business strategy is to focus on expanding 

investment  opportunities  in  ASEAN  markets,  fuel-related  projects,  and  prospective 

domestic  projects  using  renewable  energy  as  fuel  sources.  The  area  operation  and 

EGCO’s expansion is summarized in Figure Case 4.1 (more details of company can 

be found in Appendix X). 

 

4.2  Power Industry and Competition:  

 

According  to  EGAT,  the  peak  demand  in  2008  was  on  April  21,  2008  at 

22,568 MW, which was lower than the peak demand recorded in 2007 at 22,586 MW 

or  a  0.08%  decrease  from  the  previous  year.  As  of  December  31,  2008,  the  total 

installed  capacity  of  Thailand’s  power  system  was  29,892  MW.  Of  that  amount, 
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approximately 50% (15,021 MW), 41%(12,152 MW), 7% (2,079 MW) was owned by 

EGAT, IPPs, and SPPs while approximately 640 MW or 2% was imported from Laos 

and Malaysia (see Figure Case 4.2) 

                          

 

 

Figure Case 4.2  Installed Capacity of the Thailand Power System 2008 

Source:  EGAT, 2009. 

 

During the first half of 2008, the world and the Thai economy were in good 

condition.  However,  after  the  third  quarter,  Thailand  faced  both  world  economic 

decline  and  political  turmoil,  which  lowered  the  GDP  growth.  This  had  a  direct 

impact on the electricity demand. As a result, the Ministry of Energy revised the PDP 

2007 for the second round.  Thailand’s first round of IPP bidding ended in December 

2007. Four power plant licenses were awarded by the Ministry of Energy with a total 

capacity of 4,400 MW, comprising 3,200 MW from gas-fired projects and 1,200 MW 

from  coal-fired  projects.  Recently,  only  GHECO-One  has  passed  the  EIA  approval 

process and started construction while the rest are waiting for EIA approval and PPA 

sign  with  the  tendency  to  delay  the  COD  to  be  in  line  with  the  economic  downturn 

situation. Nonetheless, in response to the economic downturn and the resultant lower-

than-projection  growth  of  electricity  demand,  at  the  end  of  2008  the  government 

revised the current national power development plan to address excessive investment 

and cut the country’s power investment burden to an appropriate level consistent with 
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the economic conditions. In December 2008, a new load forecast was updated and the 

power development plan revised and formulated under the name PDP 2007 -Revision 

2.  Among  its  key  contents,  the  newly  revised plan  involves  a  cut  of  power  project 

expansion totaling 4,333 megawatts (MW), the postponement of new power projects 

of EGAT, large independent power producers (IPPs) and neighboring countries by 1-2 

years,  offset  by  the  acceleration  of  power  purchase  from  small  power  producers 

(SPPs) to support the government’s economic stimulus policy (EGAT, 2009). 

The  economic  downturn  and  global  energy  crises  were  the  major  factors 

contributing to Thailand’s energy crises. This emphasizes the critical need for longer-

term strategic planning in order to avoid or minimize negative repercussions caused 

by external factors. The plan must be focused on building solid foundations and local 

strengths while simultaneously continuing the quest for diversified energy alternatives 

such as coal, natural gas, nuclear energy and renewable energy resources. 

In  sum,  losing  the  opportunity  to  invest  in  projects from  the  recent  round  of 

IPP bidding, EGCO and Ratchaburi Electricity Generating Holding Plc. (RATCH) are 

missing  out  on  domestic  expansion  opportunities  during  2010-2013.  Glow  Energy 

Public  Company  Limited  (GROW)  is  the  only  listed  IPP  that  won  a  660  MW  coal-

fired power plant, which is scheduled to commence operation in October 2011. With 

the unpleasant growth outlook in Thailand which limits the upside for the Thai power 

company, EGCO and other power companies need to adjust the business strategy to 

expand  their  investment  in neighboring  countries  such as  Lao  PDR,  Myanmar  and 

Cambodia, which will supply electricity back to Thailand, and also invest in projects 

relating to fuel supply such as LNG. Moreover, EGCO will pursue investment possibilities 

in renewable energy projects such as wind, waste and biomass power plants. 

The  world’s  worst  financial  and  economic  crisis  in  2008  since  the  Great 

Depression  has  had  widespread  adverse effects  on  all  regions.    Thailand  is  no 

exception; the economy saw a downward growth of only 2.6 % in 2008, with a minus 

4.3 % growth recorded for the last quarter of the year (NESDB, 2009). This economic 

turmoil caused the country’s electricity peak demand to fall to a minus growth rate for 

the  first  time  in  the  past  decade  since the  country’s  economic  crisis  in  1997.  The 

demand for power has signaled declining growth in most sectors since the first quarter 

of 2008. A sharp slowdown was obvious in the industrial sector, especially the export 
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industry  and  tourism.  Although  consumption by  residential  and  agricultural  sectors 

continued to grow, it was at a much declined pace compared to earlier years. In sum, 

peak  generation  requirement decreased  from  the  previous  year  by  0.08  %  whereas 

gross energy generation and purchase grew slightly by 0.87 % year-on-year (EGAT, 

2008 Annual Report). 

During  July  2008,  the  Thai  Government  led  by  Prime  Minister  Samak 

Sundaravej  launched  the  “six  months,  six measures”  economic  stimulus  package 

consisting of six measures to particularly help low-income people and alleviate their 

cost  of  living.  Among  these  measures  effective  since  July  25,  2008  were  free 

electricity  for  households  using  electricity  of  less  than  80 units/month  and  a  50  % 

subsidy for those using 81–150 units of energy. This 6-month subsidy program of free 

electricity  for  small  households  which has  been  extended  further  with  some 

modifications  has  been  one  of  the  factors  contributing  to  the  power  demand 

slowdown.  Nonetheless,  the  measure  has  clearly  demonstrated  the  Government’s 

mindset  which  recognizes  electricity  as  a  vital  engine  that  drives  the  country’s 

development and also as basic public infrastructure that all citizens can enjoy, even in 

times  of  economic  crisis.  In  response  to  the  economic  downturn  and  the  resultant 

lower-than-projected growth of electricity demand, at the end of 2008 the government 

revised the current national power development plan to address excessive investment 

and cut the country’s power investment burden to an appropriate level consistent with 

the  economic  conditions.  Based  on  a  new load  forecast  updated  in  December  2008, 

the revised power development plan, PDP 2007 -Revision 2 was formulated. Among 

its  key  contents,  the  newly  revised  plan involved  a  cut  of  power  project  expansion 

totaling 4,333 megawatts (MW), the postponement of new power projects of EGAT, 

large  independent  power  producers  (IPPs)  and  neighboring  countries  by  1-2  years, 

offset  by  the  acceleration  of  power  purchase  from  small  power  producers  (SPPs)  to 

support the government’s economic stimulus policy. 

In  the  past,  economic  downturn  and  global  energy  crises  were  major  factors 

contributing to Thailand’s energy crises. This emphasizes the critical need for longer-

term strategic planning in order to avoid or minimize negative repercussions caused 

by external factors. The plan must be focused on building solid foundations and local 

strengths while simultaneously continuing the quest for diversified energy alternatives 

such as coal, natural gas, nuclear energy and renewable energy resources. 
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4.3  External Environment Condition 
 

4.3.1  Organizational Responses to ‘General’ Environmental Change  

In  the  study  of  external  environment,  the  researcher  employed  the  principal 

research methods of in-depth interviews; a survey of the key informants especially for 

the top executive team (TMT) to provide insights arising from their perspectives. 

  4.3.1.1  Response to Political-legal Environment:  

The  extent  to  which  the  government  intervened  especially  in  the 

political-legal  perspective  normally  influences  business  at  least  to  the  degree  of 

autonomy that a CEO or top executives can exert. Nevertheless, under this condition, 

the  TMT’s  opinion  shows  less  concern  toward  this  factor  on  their  current  business 

operation due to their long-term commitment between business to business (B2B). An 

executive explained: “For politics, we believe it has little impact, The main concerns 

are  indirectly  affecting  us  in  terms  of  public  policy  of  the  energy,  rules  and 

regulations,  the  cost  of  energy,  pollution  emission,  and  renewable  energy;  these  are 

concerned, but do not directly affect our business in the main.” 

To  confirm  that  this  political-legal  condition  probably  more  or  less 

affects the effectiveness of the firm, the researcher inquired into the political unrests 

and  events  over  a  few  months.  For  instance,  the  response  to  the  case  of  the 

Suvarnabhumi airport closure (December 2008), and the red shirts in Pattaya during 

the  Asian  Summit  Meeting  in  April  2009.  The  executives  was  unanimous  in  their 

response: “No effect at all. As mentioned  our business in fact is mainly B2B, so there 

is a long-term commitment. Despite other issues, we need to comply with our deals.” 

From the above data obtained from in-depth interviews, therefore it can 

be  said  that  the  political  environmental  condition  has  a  moderate  effect  on  their 

strategic stance. 

4.3.1.2  Response to Economical Environment:   

In this regard, the TMT viewed the economic condition is crucial to the 

business as describes: “Economically speaking, definitely, this factor affects us quite 

a  lot,  since  the  economic downturn  especially  during this  period,  the  demand  of 

energy has been declining, we therefore, need to adjust all strategic plan, for instance, 

we had to spin-off our shares in the SPPs, such as in Amata-EGCO Power Ltd. (AEP), 
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Amata  Power  (Bangpakong)  Ltd.  (APBP)  and  Amata  Power-ESCO  Service  Co.,  Ltd. 

(AMESCO);  as  normally,  we  expected  in  the  plan  that  the  industry  estates  should 

have high consumptions, but in reality, only 10% can make, and the rest of 90% sold 

to  EGAT.”    Mainly,  the  strategic  decision-making  in  investment  was  forecast  based 

on  this  economic  assumption.  This  was  raised  up  its  impact  to  the  plan.  TMR 

unanimously  added:  “Forecasting  is  our  key crucial  in  business  power  generating 

business, we have expected that the energy demand will be up 5-6% during the next 

4-5  years,  on  the  contrary,  during  2008  showed  negative  growth;  we  then  need  to 

readjust  our  demand  forecast  of  electricity  down  to  grow  at  3-4%  for  the  next  4-5 

years.” 

4.3.1.3  Response to Socio-Cultural Environment:  

Since  the  social  factor  normally  plays  a  pivotal  role  in  determining 

which area new businesses should be in, some    firms  need  to  adapt  and  some  firms 

find  adapting  constricting. One  such  cultural  factor,  humanistic  culture,  shows  a 

positive effect on CSR which influences a  firm's orientation towards the responsible 

treatment  of  stakeholders  and  its  performance  (Galbreath,  2010:  511-525).    In  the 

study,  the  TMT  explained  that  this  socio-cultural  concern  is  especially  important  to 

society over time, the community is business supporter, therefore, the company pays 

much more attention to this social development. This starts with the small community 

from which come the company’s personnel. The company also focuses on developing 

the skills and knowledge of their employees, while encouraging them to take part in 

activities for the community and environment development. TMT emphasized: “The 

socio-cultural factor has an impact on us. We have to do the CSR, especially for the 

perceptions of the industry development. The spread of awareness is clearly huge and 

we have to set strategy for this and differentiate the corporate image. We conduct this 

factor  with  care.”  Relating  to  the  strategic stance  of  this  socio-cultural  level,  how  it 

impacts and in what way, TMT further elaborated: “This also brings us to the starting 

point  of  a  strategic  vision;  as  a  result,  we  have  to  develop  CSR  programs  at  two 

levels: nationwide and community level. Since each community has different unique 

characteristics, we need to have a more specific design of the relationships for each 

group.”   
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From the above data obtained from in-depth interviews, it can therefore 

be said that the socio-cultural environmental condition highly affects their strategic stance. 

4.3.1.4  Response to Technological Environment:  

The role of technology is arguably one of the strongest, if not strongest, 

contextual  factors  to  shaped  business,  especially  in  this  era.  The  contributions  that 

businesses  have  made  to  advancing  technology  and  the  benefits  that  the  firms  have 

derived from it are immense. However, based on the in-depth interviews in this power 

business,  TMT  explained:  “We  viewed  this  condition  is  having  a  quite  low  impact, 

because we are not the technology developer. Once we made the decision in selecting 

the technology, it was a long term commitment. In reality what we do is that we focus 

on investment in terms of managing the returns to the shareholders. Technology is the 

minor concern; in short, our view of this technology is for the application.”  

The  technological  view  can  be  divided  into  two  parts:  for  the  plant 

construction, it is a long-term commitment and this cannot changed by TMT except 

by project investment. But, for the short-term, this will directly affect their workflow 

process.  

In the study, this technological condition is also in-line with the EGAT 

executives’ interviews who gave the opinions that since Thailand cannot develop the 

technology of power generating by itself, the country normally applies the technology 

from overseas for instance, from Germany, and Japan. “We, Thai Engineers are very 

smart on O&M (Operation and Maintenance). So far, we still cannot develop our own 

blue print for technology (technology developers); for instance, the steel plate used in 

the  plants  need  to  be  high  quality  and thicker  enough  to  cope  with  the  unit 

construction.  Basically,  we  imported  it  and  since  power  generating  is  the  capital 

intensive, technology should be more reliable, at least for investors to ensure that they 

can get the returns. The plant aging is around 20-25 years. We cannot pay much for 

technology invention.” 

From the above data, it can be said that the technological environment 

is rather stable and predictable (low) from these findings. 

4.3.1.5  Response to Ecological Environment:  

In  the  study,  greater  attention  has  been  placed  on  the  role  of  external 

environment  especially  for  ecological  linkages  to  the  firm’s  effectiveness.  Since 



 
257

power generating involves the usage of natural resources, the EGCO Group is commit 

to  making  the  best  use  of  natural  resources  while  minimizing  the  impact  on 

environment.  This  can  be  achieved  by using  environment-friendly  technology  and 

actively fostering environment conservation awareness among their employees. TMT 

further  explained:  “Since  we  operate  in  an  industry  that  uses  natural  resources  for 

power  generation,  we  are  well  aware  of  the  environment  greatly  impacting  our 

operations.  Consequently,  we  are  committed  to  using  natural  resources  in  the  most 

efficient and environmentally responsible manner so as to minimize the impact on the 

environment. For instance, in achieving EGCO’s mission, what we do is to strengthen 

our  human  resource  capabilities.  For  instance,  we  educate  our  workforce  to 

understand  that  everyone’s  work  directly  affects  the  environment  and  it  is  his/her 

responsibility  to  go out  and  do  something  connected  to  ecological  concerns.”  From 

the  above  data  obtained  from  the  in-depth  interviews,  external  environmental 

conditions are deemed to be moderate to rather high concerns. Therefore, it can be said 

that  the  environmental  condition  is  rather  unpredictable  from  these  findings.  The 

conclusions regarding ‘general environment condition’ and how it links to organization’s 

effectiveness is given below in Table Case 4.1. 

 

Table Case 4.1  Relationship between General Environment and Organizational  

                           Effectiveness 

 

General Environment 

Condition 
Assessment by TMT 

Level of 

Assessment 

Political Political  condition  has  very  little  impact,  but 
government  policy  has  an  indirect  effect  such  as  law, 
regulations, cost of energy waste emission. A B2B and 
a long term contract reduce political risk 

Moderate 

Economic Demand of electricity usages have declined. It impacts 
the installed capacity projection 

High 

Socio-cultural Since  each  community  has  different  unique 
characteristics, the company has to design the specific 
relationship for each group 

High 

Technology For application , we are not the technology developer, 
not  much  change;  the  new  renewable  sources  of 
energy of the country  

Low 

Ecology The community around the plant or the area in which 
the company is implementing policy/process at present 
and future 

High 
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4.3.2  Organizational Responses to ‘Task’ Environmental Change  

The  task  environment  refers  to  parts  of  the  environment  that  are  directly 

relevant  to  the  organization  in  achieving  its  goal  (Dill, 1958:  409;  Wheelen  and 

Hunger,  2000:54).  Its  concept  includes  the  constituencies  directly  relevant  to  the 

achievement of an organization’s goals or those sectors which have a direct working 

relationship  with  organization,  among  them  those  such  as  customers,  competitors, 

suppliers, and the labor market (Daft, 2006: 88-89).  Since managerial and executive 

level is directly involved in the task environment context,  the researcher conducted a 

survey  to  gain  the  managerial  perspective  related  to  the  task  environment.  The 

variables are measured by age, educational background, experiences, personality and 

style,  values,  communication,  and  administrative  variables  such  as  executive  team 

tenure, locus of control and power. 

According  to  the  executive  survey  (see  Appendix  Table  Case  4.A5), 60%  of 

the respondents were male with an education background mainly from master degree 

level    or  above  and  with  working  experience  less  than  10  years and  the  other  half 

having  solid  experience  of  16-20  years (min.7,  max.  15  years,  SD  3.06).    The 

respondents also have a wide range of total professional experiences, from 9 year to 

27 years. There is a wide gap between these two groups, in terms of tenure although 

the data was difficult to capture due to missing answers. 

According to the findings (Table Case 4.2), in the task environment condition, 

the survey of EGCO’s executives indicated that the most unpredictable environmental 

condition is that of the competitors, followed by finance/capital market. The concerns 

of  competitors  (the  EGOC’s  major  competitors  such  as  Ratchaburi  Electricity 

Generating  Holding  (RATCH),  Glow  Energy  PLC.  Sahacogen  (Chonburi)  PCL.) 

focused  on  quality  changes  and  new  products  development,  which  is  why  EGCO 

needs to seek out new competitive advantage such as searching for new natural resources 

(e.g.  in  the  Philippines)  in  order  to  find  high  quality  of  coals  that  give  more  heat 

output at a low cost to gain cost leadership. For instance, EGCO International (BVI) 

Co., Ltd., EGCO’s wholly owned subsidiary, acquired 90% ownership of GPI Quezon 

Ltd.  shares.  This  acquisition  was  in  line  with  EGCO’s  business  plan  to  invest  in 

power businesses in the ASEAN region.  
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Table Case 4.2  Relationship between Task Environment and Organizational  

                           Effectiveness 

 

Task Environment 
Condition 

Assessment by Executives’ Respondents 
Level of 
Assessment 

Customers  
 

A long-term contract to customers such as EGAT. The risks 
are due to availability payment which is caused by the 
company’s operations 

Low 

Government, public 
policy 

Government regulatory agency changes such as in energy 
policies, changes in demand/supply forecast through EGAT 
as the instrumental regulators policy. 

High 

Suppliers of raw 
material 

EGCO has integrated energy development , renewable and 
other fuel related to support the stability of the energy 
supply systems 

Low to 
rather 
moderate 

Competitors Competitor’s actions in prices changes, quality, design, and 
new product offerings are not related, only at the beginning 
of bidding for new power plants.  

Low 

Financial/Stock 
Exchange 

Most concerns on Stock Exchanges are those such as 
changes in management control practices, reporting 
conditions, investors  

Moderate  

Technology Not much change. As this is the capital intensive 
investment, cannot change easily, in line  with EGAT 
interviews  

Low 

Natural Resources 
Scarcity 

Changes in reserve or oil (mainly the supplier’s 
responsibility); however, EGCO is able to utilize in a 
variety of natural resources to support the operations 

        Low  

 

The  acquisition  strengthened  EGCO’s presence  in  the  Republic  of  the 

Philippines  which  should  provide  opportunities  for  future  growth  (Annual  report, 

2008). Another highly unpredictable condition as viewed by management is related to 

risk management in financial capital and interest changes. 

Additionally, suppliers of raw material price changes and natural scarcity are 

also  to  a  moderate  degree  unpredictable.    For  technology,  and  customers  demand 

changes are under predictive. The findings are summarized as shown in Table Case 4.2. 

 

4.3.3  Relationship Between the Organization and Environmental 

Uncertainty 

            The  above  findings  derived  from  Table  Case  4.1  and  Case  4.2  imply  the 

degree  of  relationship  between  the  environment  and  organizational  effectiveness  as 

illustrated in Table Case 4.3. For the task environment, the conditions with the most 

important  effects  were:  competitors,  risk  management  of  financial  capital,  and 

supplier  pricing  volatility;  meanwhile,  for the  EGCO’s  customers,  there  was  least 
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concern for the market since this was done through a long term contract.  Munificence 

(abundance of renewable fuels, R and D, and fully integrated upstream and  downstream) 

was the least dominant environment compared to the others.  

In  a  nutshell,  the  dynamic  and  complex  environment  are  the  most  critical 

conditions that affect the operational level and effectiveness of the organization. 

 

Table Case 4.3  Summary of Environmental Threat and Opportunity Perceptions of  

                          EGCO 

  

Environmental 
Uncertainty 
Conditions 

Impact towards Organizational Effectiveness,  Level of Assessment 

Munificence 
(Abundance) 

+The degree of abundance of critical resources 
needed by the firms, such as finance, technology, 
raw material 

Moderate 

Dynamism + Government policy changes in energy 
demand/supply of power installation 
+ The nature of the business, safety and 
environmental concerns 
+Changes in various conditions within the 
organization reflects the numbers and diversity of 
suppliers,  competitors, and investors in stock 
exchanges 

High 

Complexity +The degree of differentiation and dispersion of 
critical resources. 
+Globalization  (domestic  vs    international 
operation)  
+EGCO  focuses  on  both  domestic  and  overseas 
operations 

High 

 

4.4  Strategic Action: Strategic Leadership 

 

Basically,  strategic  leaders  are  viewed  as  a  group  of  persons  who  have  the 

overall  responsibility  for  an  organization's  outcomes  by  creating,  anticipating, 

processing in communicating vision, and aligning the allocation of resources to cope 

with external opportunities.  In the study, the researcher proposes three main components 

(VIP)  of  strategic  leadership:  Vision/mission,  Process  (Communication  ability  and 

Alignment), and Integrity.  

 In  the  study  of  internal  environmental  conditions  related  to  organizational 

effectiveness and stances, the researcher has focused on two main streams; one related 

to strategic leadership and the other related to organizational structure. 
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Regarding to strategic leadership, this was studied in terms of the demographic 

variables  in  two  components:  1)  The  top  executives  profiles  such  as  educational 

background, age, working experience, communication, articulation, personal management 

style,  role model or icon of organizational success, and other administrative variables 

such  as  executive  team  tenure,  locus  of control  and  power,  and  2)  investigate  the 

interrelationship  of  the  top  executives  in  terms  of  wisdom  -able  to  create 

visions/mission  of  the  future  and  pursue them;  process-communication  ability  to 

cascade  down  or  align  to  lower  level  of  the  organization,  and  commitment;  and 

integrity- demonstrates to others that they are worthy of trust, not operate on hidden 

agendas, frank and honest, able to give bad news astute use of power- this will also be 

reflect in staff loyalty to organization. The survey of managerial and staff employee 

perceptions of their TMT were also explored. 

 

4.4.1  Vision/Mission: 

In  2009,  EGCO  group  was  explicitly  declared  its  vision:  “To  be  the  leading 

Thai  integrated  electric  power  company  with  comprehensive  energy  services  in 

Thailand and in the ASEAN region, with full commitment to environment protection 

and social development support”. TMT further elaborated: “This version was changed 

around 4-5 years ago; the core concept is focusing on, first, to be the market leader in 

the electric power, focusing on the fundamentals in Asia, and of course, followed by 

taking care of the environment and community because it relates to our business perse” . 

When  asked  how  the  top  management  will  lead  the  company  in  the  future,  TMT 

described the reasons: “Three years ago, we endorsed new mission, talked about the 

corporate image of ‘brand vision’, focused more on ‘dynamic, helpful, and reliable’, 

and this asks the questions of us: if we would like to achieve these missions for the 

stakeholders what would need to be our personality to achieve that and does it leads to 

developing our vision?” 

According  to  EGCO’s  annual  reports  (2007,  2008,  2009),  the  company  has 

redefined  their  mission  statement  into  four  aspects  as  follows:  1)  to  maximize  the 

shareholder's value; 2) to offer reliable quality power supply at reasonable price ; 3) to 

create  a  work  environment  which  promotes  pride,  job  satisfaction,  employee 



 
262

participation  and  equal  opportunities  for  career  advancement;  and  4)  to  be  a  good 

corporate citizen and be responsible to society and the environment. Moreover, after 

digging  further    into  the  company’s  commitment  to  achieve  these  objectives, 

according to corporate policy, the EGCO Group has stated clearly its commitment to 

promoting  the  values  and  fostering  corporate  culture  consistent  with  good  corporate 

governance  principles.  For  instance,  to  be  accountable  to  shareholders  and  other 

stakeholders  by  protecting  the  company  assets  as  well  as  the  company’s  good 

reputation; to establish clear responsibilities in accordance with the entrusted mission 

with  discipline  and  awareness  of  existing  and  future  risks; to  have  clear  and 

transparent  decision  making  and  working  procedures;  to  treat  the  stakeholders 

equitably and avoid bias or situations that may give rise to any conflicts of interest; to 

create sustainable wealth and long-term value; to constantly adopt the best practices to 

continuously  increase  the  competitiveness;  and  to  be  sensitive  to  community  and 

environment  concerns. In  the  in-depth  interview,  TMT  confirmed  their  visionary 

direction: “EGCO seeks to expand our market share through developing or acquiring 

IPP  projects  in  Thailand  and  in  the  AEAN  region.  We  invest  in  well-structured 

projects taking into consideration our area of expertise, a project’s economies of scale 

with acceptable return and risk profile. EGCO focuses on achieving sustainable long-

term  growth  for  the  company  while  having  strong  management  and  good  corporate 

governance.” 

Moreover,  in  terms  of    corporate  value,  EGCO  has  also  announced  their 

intention: “We will conduct our business with honesty, integrity and ethics; carrying 

out  our  business  in  compliance  with  all  applicable  business  and  commercial  laws; 

showing respect and taking into account the local traditions and cultures; using natural 

resources  in  an  efficient  and  environmentally  responsible  manner.”  In  addition, 

related  to  their  staff,  the  company  also  added:  “We  expect  our  employees  to  carry  out 

their  responsibilities  in  a  professional  manner  and  with  team  spirit.”    Also,  with  the 

corporate  philosophy  to  grow  the  business  over  the  long-term,  the  EGCO  Group 

efficiently  runs  an  electricity  generating  business  while  ‘taking  care  of  the 

environment  and  the  society’  to  maintain  the  balance  between  economic  return  and 

social and environmental contribution. Hopefully, this will lead to national sustainable 

development. The conclusions are summarized as shown in Table Case 4.4. 
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Table Case 4.4  Evaluation Matrix of EGCO’s Mission Statements 

 

Mission Element  Statements Evaluation 

Customers at reasonable price  Yes 
Product/services reliable quality power supply  Yes 
Markets (not stated; but showed in Corporate Value of local 

traditions and cultures) 
No 

Technology (not stated) No 
Concern for survival, 
Growth, Profitability 

maximize shareholder’s value Yes 

Philosophy (not specified in the mission statement per se, but 
separately mentioned in the Corporate Value 
statement of... “Conduct our business with honesty, 
integrity and ethics.” 

Yes 

Self-concept good corporate citizen  Yes 
Concern for public 
image 

be responsible to society and environment  Yes 

Concern for 
employees 

work environment which promotes pride, job 
satisfaction, employee participation 

Yes 

 

4.4.2  Process (Communication Ability and Alignment), and Integrity: 

Another  dimension  relating  to  how  their vision/mission  is  put  into  action  is  

done  through  the  process  and  alignment  within  the  management  team  and  staff. 

Employee  attitudes  is  a  measurement  to  evaluate  the  vision  of  strategic  leaders. 

Without vision, strategic leaders cannot lead people in the same direction. Therefore, 

good vision must be communicated to followers. If they understand the vision/mission 

statement  clearly,  then  they  can  take  action  and  allocate  resources  to  achieve  the 

destination. Therefore, employee attitudes towards  this component are very important. 

The researcher has developed two cross-checked viewpoints of their strategic leadership 

based on executives and employee’s attitudes.  

4.4.2.1  The Executive Attitudes towards Strategic Leadership  

With regards to their attitudes about their strategic leaders, the survey 

showed that the top executive team (TMT) are quite conservative. The main reason is 

that  EGCO  focused  on  internal  growth  rather  than  acquiring  professionals  from 

outsides. TMT explained their viewpoint: “As the Electricity Generating Authority of 

Thailand (EGAT) is the major shareholder with 25%, One Energy group 22%; EGAT 

has the privilege to send the nominee for this top executive position with agreement 

by committee. EGAT, principally, proposes the nominee for president, or even in the 

past they proposed the senior vice president, but this is not fixed policy, just normal 
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practice.”    Moreover,  TMT  also  added  more  about  the  limitations  of  the  succession 

issue:  “Since  strategic  leadership  is  on a  short  term  basis,  we  consider  the 

development  of  the  organization  by  searching  the  internal  staff  especially  for  the 

middle  management  first.  We  try  to  strengthen  the  successor  in  terms  of  their 

capabilities and clarity in corporate policy and direction. As mentioned before, since 

the top management is in a short-term basis, the senior vice president must be able to 

handle day-to-day issues as well because no matter who becomes the new top leader, 

our second senior management panel must be very strong. We change our thinking to 

be more proactive, so No.2 has to proactively lead the company as well. Our plan is 

that we must strengthen this position in order to support the top position.” 

In the survey of executives’ opinion towards  the strategic leadership of 

the  organization,  the  findings  show  that the  top  executive  team  (TMT)  are  quite 

conservatives.  This  is  in  line  with  the  previous  in-depth  interviews.  For  instance, 

respondents mostly disagreed that their TMTs are financial risk takers (statements 8, 

9,  10);  moreover,  surprisingly,  executive  respondents  were  split   over  whether  their 

top  executives  encouraged  the  development  of  innovation  and  marketing  strategy 

(statement 11). Also, management respondents mainly agreed that the top executives 

have articulated a clear vision/mission to them, but some did disagreed (statement 13). 

This was also demonstrated in the view that their top executives sometimes liked the 

implementation as stated in a plan, and sometimes did not (statement 14). This can be 

explained  by  the  fact  that  some  functions  need  more  dynamic  and  flexible  planning 

such  as  marketing  and  sales,  while  other needs  a  certain,  identified  plan  such  as 

finance/accounting, production, and IT. This matches the strategic intent and realized 

strategy  as  postulated  by  Prahalad  and  Hamel.  Intended  strategy  means  the  original 

strategy  that  the  management  plans  and  intends  to  implement.    Meanwhile,  the 

realized  strategy  is  defined  as  the  actual  and  eventual  strategy  that  management 

implements.  The  realized  strategy  often  differs  from  the  intended  strategy  because 

unforeseen environmental or organizational events occur that necessitate modifications in 

the intended strategy (Hamel and Prahalad, 1989; Mintzberg, and Quinn, 1996: 41-45; 

Hill and Jones, 2001: 28-29). In sum, the executive respondents viewed the TMTs to be 

conservative  strategic  leaders,  overseeing  financial  aspects  with  care  (risk  averters), 
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but who were more flexible when implementing a plan, and there was fair degree of 

agreement  that  they  develop  innovation. However,  articulation  of  the  strategic 

destination of the firm was fairly clear. 

                 4.4.2.2  Employee Attitudes towards Strategic Leadership 

In  the  survey  (see  appendix,  Tables  Case  4.A8,  Case  4.A9),  the 

employee  respondents  are  mainly  female  (60%)  with  three-quarters  between  35-44 

years  old.  Their  education  was  almostly bachelor  degree  or  above,  while  three-

quarters  had  been  working  with  the  company  over  6  years  (over  10  years,  40%).  The 

team  has  quite  high  professional  experience  in  terms  of  the  average  total  years  of 

12.38,  but  a  wider  gap  exists  between  the minimum  and  maximum  (4  and  21  years 

respectively). Also, the respondents are mainly from the administrative group (73.3%; 

e.g.  finance/accounting,  IT,  HR),  with one-quarter  from  production,  marketing  & 

sales, and management as shown in Table Case 4.A8. 

As  depicted  in  Table  Case  4.A9,  the  findings  show  that  mainly  two-

thirds of all the employee respondents agreed that they have a clear understanding of 

the organization’s vision and mission (statements 1.1, 1.2, and 1.3), and mainly over a 

half  were  agreed  that  the  quality  policy  caused  changes  in  the  work  and  their 

responsibilities (statements 1.4, 1.6), while the rest were reluctant to make any such 

agreement.  Additionally,  statement  1.5  stated  that  some  concerns  related  to  human 

resources in supporting the quality development. Over 60% of employees were mostly 

agreed  that  their  knowledge  and  current structure  supported  quality  development 

program  (statements  1.7,  1.8,  1.9).  In  short,  to  the  employee’s  quality  development 

program was assessed as ‘moderate’, and it was considered that there was still more 

rooms for improvement.   

Relating to their strategic leaders, the majority of the employees (over 

50-90%)  strongly  viewed  their  current  top  executive  management  as  role  models  of 

the  company’s  success,  and  that  they  have  created  corporate  values  and  culture 

(statements 1.10, 1.11, 1.12). Besides, the 70% of employees were mainly agreed that 

their responsibilities towards the customers were clearly defined (statement 1.13). The 

current structure was viewed as well supporting their operations (statement 1.14). In 

addition,  two-thirds  of  respondents  agreed  that  they  have  autonomous  decision-

makings  with  good  infrastructure  of  information  system,  some  rooms  for  improvement 
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(statements 1.15, 1.16).  Undoubtedly, the findings show that strategic leadership is key 

to success of EGCO. 

As  concerns  employee  work  efficiency  and  commitment,  over  two-

thirds agreed and strongly agreed that their role and responsibilities were linked to the 

organization’s  success  (statements  2.1,  2.2,  2.3). That  the  staff’s  initiatives  lead  to 

work effectiveness was viewed as somewhat moderate. In terms of loyalty to the firm, 

over  three-quarters  strongly  demonstrated a  high  degree  of  loyalty,  some  concerns 

were those related to their job security and the organization’s future (6.7 to 23.4 %), 

and some would like to change their work (statement 3.4). 

 

4.5  Summary of Strategic Leadership 

 

The conclusion on the strategic leadership component is shown in Table C4-5. 

Strategic leadership in EGCO overall is quite moderate and rather high. The TMT has 

quite  a  conservative  managerial  style  in  the  view  of  executives  and  as  role  models 

viewed  by  staff.    This  shows  the  application  of  vision/mission  to  policies  and 

practices  aligned  with  the  operations.  Moreover,  the  translation  of  these  visionary 

strategic leaders was in line with the scholars and business schools of thoughts.  

Additionally, in the findings, there are some concerns related to the translation 

of the quality development with some employees disagreeing about current practices 

related to human resources management with the opinion that there is more room for 

improvement. The conclusions are summarized as shown in Table Case 4.5. 
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Table Case 4.5  Summary of Effect of Strategic leadership towards Organizational  

                           Effectiveness 

 

Strategic 
Leadership 

Impact  towards Organizational Effectiveness 

Alignment Level 

Assessment 

Vision/mission 
+Has vision statement, formulated by TMT, BOD 
+Covers mainly customers, products/services, 
financial growth, public images, and employees. 
+Assessed by managerial teams as strong  strategic 
leadership 
+  Assessed  by  employees  as  role  model  of  success, 
and committed to organization values and cultures 

Moderate to rather 
High 

2.Process/ 
Alignment 

-Corporate policy 

-Employee’s 
Work  Efficiency 

3.Integrity 

-Staff loyalty to 
organization  

+Other executives, and employee agreed that 
vision/mission is applied to practices 
+ Vision/mission cascades down to employees is 
mainly clear.  
+Creating good relationship with customers is 
everyone’s responsibility. 
+Clear in role and duty 
+ Highly loyal to organization 
- Quality development and  job security concerns. 

Moderate to rather 
High 

 

Another  view  point  on  strategic  action  which  relates  to  strategic  leaderships 

and organizational effectiveness is the organizational structure which is addressed in 

the following section. 

 

4.6   Strategic Action: Organization Structure 

 

One of the strategic leadership roles is related to social architecture (Robbins, 

1990).  The  study    of  organizational  structure  and  its  architecture  is  related  to  will 

related  to  the  internal  environment  as well  as  how  to  react  to  the  external 

environment. According to the HR survey at headquarters, the number of staff (during 

2005 through to present study) has not changed much. The main reason of this is as 

noted  by  senior  executive  HR:  “We  have  106  staff  for  the  EGCO  Group  as  the 

holding company, and as you see, our mission is to develop the business and invest in 

electricity  generating;  therefore,  the  current  106  persons  are  enough  to  run  the 

business.  We  also  have  some  outsourcing staff  such  as  maids,  security  guards, 
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gardeners,  and  building  officers;  please  note  that  these  staff  are  not  included  in  the 

electricity part of the plan. Normally, each plant has at least 150 persons, but we treat 

this separately.”  
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Figure Case 4.3  EGCO’s Organization Chart 

 

Moreover,  in  terms  of  size  as  relates  to  current  environment,  the  TMT’s 

viewed is that size is important and it relates to the effectiveness of the organization: 

“In terms of the number of staff, it’s important since our business is quite stable, and 

quite slow in change; therefore, the turnover rate is zero. We also know that we need 

to adjust the man power.” 

At the top of the EGCO’s organization chart is the President, followed by the 

Senior Executive Vice President, and the Executive Vice President. As illustrated in 

Figure  Case  4.3,  under  the  President,  there  are  three  units  overseen  by  SEVPs, 

namely,  Finance,  Asset  Management  &  Planning,  and  Business  Development.  The 

structure  represents  the  functional  type.  For  the  subsidiaries,  the  company  also  has 
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seconded  management  in  the  subsidiary  units  to  evaluate  the  candidates  and  as 

representatives of each affiliate. On top of the organization is the Board of Directors 

which is comprised of no less than five Directors and no more than 15 Directors as 

prescribed by the Articles of Association. The number of Directors shall be reviewed 

as deemed appropriate. The Chairman of the Board of Directors and the President of 

the  company  shall  not  be  the  same  person  so  as  to  have  a  clear  distinction  between 

supervisory policy making and day-to-day business administrative roles.  The EGCO’ 

organization  chart  is  presented  as  a  business  unit  and  with  a  functional  structure,  

composed of three main business units: power, service and water. 

 

4.6.1  Strategic Leaders: The TMT Executive Profile Survey 

Strategic leaders refers to the CEO and TMT of the organization. According to 

the  human  resources  survey  of  the  company,  in  TMT,  there  are  a  total  seven 

executives. Their personal backgrounds are summarized in Table Case 4.6.  Basically 

speaking, all of them graduated from university, and have a range of highly educated 

backgrounds, mainly in master’s degree (5/7=71 %). With respect to the field of study 

of their first degrees, almost half graduated in Engineering, while the others studied 

Finance, Economics and Arts. With regard to master's degrees, Engineering dropped 

to  20%  as  this  is  dominated  by  the    Management  /MBA  fields.    One  executive 

graduated  with  a  doctoral  degree  in  Engineering.  According  to the  HR  department 

(Table Case 4.7), the executive level consists of the President, Senior Executive Vice 

President  (SEVP)  and  Executive  Vice  President  (EVP).  For  the  subsidiaries,  the 

positions  are  Managing  Director  (e.g. ESCO  Managing  Director),  Deputy,  MD-

Operation and Deputy MD-Finance Administration. Managers and Department Heads 

are  classified  as  middle  management  with  the  rest  being  at  the  general  staff  level. 

TMT  has  top  executive  team  (TMT)  composed  of  seven  persons.  The  range  of 

strategic leaders has an age of around 45-59, averaging at 52.4 years old. The norm is 

that they have high professional experience of almost 30 years (min.23 and max. 36) 

and have been in the company for, on average, over 10 years. Nonetheless, in terms of 

the tenure positions of the TMT team, this is quite short (average 0.93 or less than a 

year)  as  a  new  team  has  just  been  formed  to  lead  the  company  in  this  strategic 

direction. 
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Table Case 4.6  Executive Profiles of EGCO Plc. (Headquarters) 

 
 

Education Background 
 

Frequency 
 

% 

Overall  

Bachelor Degree -  - 

Master Degree 6                  
85.7  

Doctoral Degree 1                  
14.3  

Total 7                
100.0  

Field of Study in Bachelor Degree  

Engineering/Science 4                  
57.1  

Finance/Accounting 1                  
14.3  

Economics 1                  
14.3  

Arts 1                  
14.3  

Total 7                
100.0  

Field of study in Master Degree  

Engineering 1                  
20.0  

Management/MBA 4                  
80.0  

Finance/Accounting  -                       
-    

Other  -                       
-    

Total 5                
100.0  

Field of study in Doctoral Degree  

Engineering 1                
100.0  

Total 1                
100.0  

 

Source:  EGCO’s HR Survey, 2009.  
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Table Case 4.7  Descriptive Statistics of Strategic Leadership: Executive Profile  in  

                           2008-2009 
 

Descriptive 
Statistics 

Age 
(years) 

Working Experience in 
the current position 
(tenure); (years) 

Experience in 
this Company 
(years) 

Professional 
Experience 
(years) 

min 45 0.1 1 23 
max 59 5 14 36 
Average  52.43 0.93 10.14 29.71 
Sum 367 7 71 208 
Standard Deviation  4.79 1.83 5.08 4.75 
 

In the survey, the EGCO has a two-to-one,  high  layer    design  organizational 

structure,  with  many  middle  managers  due to  operations  happening  in  headquarters. 

Most of the middle managers contact the subsidiaries as EGCO is a holding company 

and  has  no  product.  It  recognizes  revenue in  the  form  of  dividend  income  from 

subsidiaries and joint ventures in the electricity generation and distribution business to 

EGAT and industrial users under long-term power purchase agreements (PPA). 

 

Table Case 4.8  EGCO’s Human Resources Management in 2005-2008 
 

Position 2005 2006  2007  2008 

CEO, President 1 1 1  1

COO, SEVP,EVP, CFO 6 6 6  6

Director 0 0 0  0

Division 0 0 0  0

Department - - -  -

Middle management 50 50 50  50

General staff 49 49 49  49

Total Manpower 106 106 106  106

Manpower  

Average manpower  

Division Level - - -  -

Department level 50 50 50  50

Top Management Team (TMT)      7     7     7     7 

manpower excluded TMT      99       99      99      99 

avg manpower of TMT level 14.14   14.14  14.14   14.14 

Operations     49       49     49       49 

management levels (TM+middle management)  57  57 57            57 

Span of control       2       2       2        2 
 

Source:  EGCO’s HR Survey, 2009. 
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The  company’s  portfolio  also  covers investment  in  the  related  energy 

business. The company have constantly maintained their manpower size. The record 

showed  there  was  no  change  in  terms  of  manpower  planning  (2005-2008).  The 

average range of manpower per department is 50 persons, whilst the TMT was kept at 

seven  positions.  Over  the  past  four  years,  the  span  of  controls  averaged  at  two  (see 

Table Case 4.8). This organization structure obviously demonstrates the narrow span 

and  tall  vertical  differentiation  connected to  strategic  business units.  In  addition,  all 

things being equal, the wider or larger span, the more efficient the organization, and it 

creates  a  flatter  organization  (Robbins,  1990: 88;  Robbins  and  coulter,  2003:  260-261). 

Another  explanation,  is  probably  due  to the  fact  that  the  survey  focused  on 

headquarters  or  parents  units  only.  Conventional  wisdom  suggests  that  no  manager 

should have more than a certain number of direct reports. Some managers argue that 

this  “span  of  control”  should be  no  greater  than  4  to  6, while  others,  such  as  Jack 

Welch,  CEO  of  GE,  favored  much  larger  spans,  with  as  many  as  20  or  more  direct 

reports. Young and Goold (1999: 126, quoted in Goold and Campbell 2002: 211-212) 

found that spans of control ranged from under 3 to 30 or more. There is evidently a  

great diversity of opinion on the appropriate spans of control. In addition, Goold and 

Campbell (2002: 211-212) suggested that the spans of control should be driven by the 

nature of the parenting task being performed, rather than by any mechanistic formula.  

If the upper level limits itself to minimum corporate parent tasks only, it is possible to 

have  wide  spans  of  10  or  more  reports.  In  these  circumstances,  narrow  spans  will 

encourage  second-guessing  and  unnecessary  interference,  simply  to  keep  the  upper 

level managers occupied. Nevertheless, if the upper level is playing a more hands-on 

role, with substantial retained responsibilities and value-added influence, the parent’s 

managers  are  likely  to  need  a  closer  understanding  of  each  unit  reporting  to  them. 

They will therefore have to spend more time on each unit, and be able to handle fewer 

direct reports. Hands-on parents, with a reporting span of more than six to eight units 

may indeed be overstretched. In addition, if the design criteria lead to groups of a size 

that  are  too  large  for  a  suitable  span  of  control,  it  can  make  sense  to  break  up  the 

groups and install span-breaker managers. 

The upshot of all these challenges is that the parent is integral to the working 

of  the  corporate  structure.  The  parent must  carry  out  a  wider  range  of  minimum 
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responsibilities  and  is  likely  to  be  drawn  into  a  more influential  added-value  role. 

Instead  of  a  largely  hands-off  relationship  with  self-contained  operating  units,  the 

parent needs to have a closer, more hands-on relationship with the units that report to it. 

In the previous section study, regarding the successor of the top management 

(President  and  Management  Director  positions),  the  TMT  elaborated  more  on  the 

succession  plan: “  Since  the  term  of  the  strategic  leader,  especially  the  President,  is 

sometimes  quite  short,  to  be  prepared  we  need  to  take  into  account  organization 

system  development;  that  is,  to  view  the second  level  of  the  strategic  leaders,  to 

strengthen  these  talents  in  order  for  there to  be  continuity  in  leading  the  corporate 

policy.” In response to the question of how serious it is and what is the plan, the TMT 

responded: “We know the number one is sometimes not a continuous role, therefore 

the number two of the organization team must be strengthened, at least to support, and 

be aligned with the vision of top management. I would like to score it 9 (out of 10).”  

Additionally, it was unanimous among the TMT: “To intentionally strengthen EGCO, 

the CEO and top management mentioned that he would like make sure that at the least 

the team is capable of working and walking by themselves; that is, to guide direction, 

but the team must stand up and operate independently.  We don’t think, the short term 

of top management will be the problem. All we have to do is respond or handle the 

business operations. Nevertheless, ideally, if possible, we would like to have  strategic 

leader in a more long-term capacity, someone  young with the passion and motivation 

to inspire. Other crucial points are the term and timing.”  

This is in line with the corporate plan, that is, the Board determines policies 

and principles for the selection of the President and his/her successors in the event of 

an  emergency  or  the  retirement  of  the President  taking  into  account  educational 

background,  experience,  capabilities,  ethics  and  leadership.  The  Nomination  and 

Remuneration Committee shall consider and propose the qualifying candidates to the 

Board. The President is entrusted to select knowledgeable, competent and experienced 

executives  in  accordance  with  the  qualifications  endorsed  by  the  Nomination  and 

Remuneration Committee and selection process stated in the company’s Regulations 

on  Human  Resource  Management  B.E.  2544  (1st  amendment)  and  the  resolution  of 

the Board. For instance, the Nomination and Remuneration Committee shall approve 

the  appointment  of  Senior  Executive  Vice  President,  Executive  Vice  President,  the 
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subsidiaries’ Managing Directors and Deputy Managing Directors, the President shall 

appoint  the  division  and  section  managers;  then  the  appointment  of  Secretary  to  the 

Board  and  the  Assistant  Secretary  to  the Board  shall  be  approved  by  the  Board  of 

Directors  while  the  appointment  of  Division  Manager  of  Internal  Audit  shall  be 

endorsed by the Audit Committee. 

4.5.2  Organizational Structure Analysis 

Given the findings, the management need to reevaluate how well the strengths 

and weakness of the current structure fit both the intended strategy and the potential 

opportunities  and  threats  in  the  future  environment.  The  following  study  relates  to 

internal  environment  especially  in  organizational  structure  which  can  be  classified 

into three dimensions: complexity, formalization, and centralization. 

4.5.2.1 Complexity 

            Complexity refers to the degree of differentiation that exists within an 

organization which can be studied into three sub-dimensions as follows: 

In  the  study,  complexity  refers  to  the  degree  of  differentiation  that 

exists within an organization. Since the EGCO Groups have diverse strategic business 

units in power, service, and water etc., it’s quite obviously to have greater complexity 

in operations. 

1)  Horizontal differentiation considers the degree of horizontal 

separation between units based on orientation of members, the nature of the tasks they 

perform, and their education and training. Specialization training in production units 

is quite different in power generation, service and water even though some is related 

to the energy field. EGCO’s degree of horizontal separation is quite high.  

2)  Vertical differentiation refers to the depth of the organizational 

hierarchy  or  in  the  structure.  Differentiation  increases  and  hence  complexity  as  the 

number of hierarchical levels in the organization increases. In short, the more levels 

that  exist  between  top  managements  and  operatives,  the  greater  the  potential  of 

communication  distortion,  the  more  difficult it  is  to  coordinate  the  decisions  of 

managerial personnel, and the more difficult it is for strategic leaders to oversee the 

actions of operatives. Although the EGCO Group has divided the business into at least 

three to four types, the headquarters acts as a hub in coordinating and controlling the 
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subsidiaries. By itself the headquarters is quite high in vertical differentiation (Table 

Case 4.18) 

 In  essence,  EGCO’s  horizontal  differentiation  is  evaluated  as 

being at the high level. 

3)  Spatial differentiation refers to degree to which the location 

of an organization’s facilities and personnel are dispersed  geographically.  With  four 

types  of  business  units  (Table  Case  4.2), EGCO’s  operations  cover  the  domestic  in 

Thailand  and  the  overseas  market  such  as  Laos  and  the  Philippines.  This  makes  the 

firm  has  high  spatial  differentiation.  An  increase  in  any  one  of  these  factors  will 

increase the organization’s complexity. A summary is shown in Table Case 4.9. 

Table Case 4.9  Summary of Organizational Structure of EGCO 

 

Complexity Reason of assessment 
Level of 

complexity 

Horizontal 

differentiation 

The degree of horizontal separation of EGCO is 

quit high due to differentiation in power generation, 

service and water fields. 

High 

Vertical differentiation   Headquarters is not lean and flat, divided into 

strategic business units (SBUs) by subsidiaries 

Moderate to 

rather High 

Spatial differentiation Locations geographically dispersed in both 

domestic and international countries. 

High 

 

4.5.2.2  Formalization 

                   Formalization  refers  to  the  degree  to  which  jobs  within  the  organization 

are standardized and the extent to which employee’s behavior is guided by rules and 

procedures  (Robbins,  1990:  93;  Robbins and  Coulter,  2003:  263;  Mintzberg,  1979). 

Formalization  is  also  defined  as  the  extent  to  which  rules,  procedures,  instructions, 

and communications are written (Pugh et al., 1968: 75; Robbins, 1990: 94). Since the 

nature  of  EGCO’s  work  is high  risk  as  regards  gaps in  operations,  it  must  be 

continuous  and  well  planned  both  in  keeping  operations  smooth  and  maintaining 

safety controls. In the words of the executives: 
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‘At  present,  the  sources  of revenue  are  derived  by  capacity 

payment  or  availability  payment  (AP)  rather  than  from  selling  the 

energy;  that  is,  as  long  as  our operations  (power  plants)  have  a 

readiness for performing, we will get the money no matter whether we  

supply  energy  or  not.  During  engine  running,  we  will  receive  the  AP 

from changing the fuel energy to be electricity. No matter whether the 

fuel  prices  go  up  or  down,  there  is  little  effect.  This  is  the  electricity 

business in Thailand.’ 

 

Availability  Payment  (AP)  is  set  to  cover  all  investments,  including 

loans,  loan  interests,  shareholders’  return,  and  fixed  operating expenses,  such  as 

maintenance expenses and management expenses. Generally, the AP depends on the 

power  plant’s  ability  to  generate  and  distribute  electricity  according  to  EGAT’s 

requirement.  Additionally,  the  AP  is  one  of  the  key  success  factors  of  the  power 

generating  business  as  it  is  a certain  source  of  revenue.  The  penalty  is  also  severed 

from  missed  operation,  or  not  ready  for power  generation,  the  company  needs  to 

declare in advance every day whether or not they are ready to supply or shut down the 

plants in case of the emergency. 

To accomplish this operation completely, there must be a high standard 

operation  procedure  (SOP)  to  ensure  that  there  is  no  error  occurrence  in  the  work. 

Central  control  is  high  so  as  to  arrange  and  integrate  work-in-flow  to  ensure  safety 

and  minimize  risk  in  delaying  operations. Rules  and  regulations  in  operation  are 

strictly  followed;  EGCO’s  degree  of  formalization  is  evaluated  as  being  at  the  high 

level. 

4.5.2.3 Centralization 

            Centralization  is  concerned  with  the  dispersion of  authority  to  make 

decisions within the organization, and not geographic dispersion.  Besides this, it can 

also be viewed more specifically as the degree to which the formal authority to make 

discretionary  choices  is  concentrated  in  an  individual,  unit,  or  level,  therefore, 

permitting employees minimum input in their work. In contrast, the more that lower-

level employees provide input or actually make decisions, the more decentralization there 

is.    Centralization  is  concerned  only  with  the  formal  structure,  not  the  informal 
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organization (Robbins, 1990: 104-106; Robbins and Coulter, 2003: 262).  Moreover, 

the organization chart sometimes cannot tell the level of centralization or decentralization 

because  this  structure  depends  on  the  managerial  style  (Tippawan  Lorsuwannarat, 

2003:  75).  Therefore,  in  this  study,  the researcher  also  conducted  a  survey  of 

employees  and  their  views  towards  their decision-making  as  shown  in  Table  Case 

4.A9 (statements 1.14-1.15). The respondents viewed themselves as being involved in 

decision-making,  which  demonstrated  that there  was  quite  a  moderate  degree  of 

decentralization.  This  is  partly  in  line  with  what  TMT  described  in  this  dimension: 

“We,  EGCO,  will  determine  the  big  framework  of  strategic  planning  for  the  group 

and  then  communicate  this  down  to  the  subsidiary  -the  details  of  what  should  be 

focused on and who will take this responsibility.” Moreover, in response to how the 

company  managed  their  strategic  decision-making  of  the  three  subsidiaries  (power, 

service  and  water),  TMT  pointed  out:  “We  need  to  centralize  because  of  the 

“synergy”  purpose;  for  instance,  EGCO,  service,  and  the  maintenance  firm  (ESCO) 

will  support  our  subsidiaries.  For  the  sake  of  big  policy,  centralization  helps; 

nevertheless, in terms of the details, each firm needs to arrange this by itself. We also 

send  the  people  to  sit  as  representatives  in  our  subsidiaries,  especially  for  asset 

management  handling.”  Based  on  this  evidence,  the  centralization  perspective  was 

evaluated by management as being ‘high’. 

From  the  above  findings,  it  is  obvious  that  EGCO  has  high 

formalization, high complexity and moderate to rather high centralization.  The high 

formalization is due to focusing on the operation concerns, especially operation efficiency, 

its effectiveness and safety controls.  In addition, as mentioned earlier in the survey of 

employee attitudes toward their strategic leadership, as shown in Table Case 4.A9, the 

findings indicate that centralization was being relaxed, as two-thirds agreed that they 

had  autonomous  decision-making  (statement  1.15).  This  implied  a  quite  moderate 

degree of centralization. 

In  the  dynamic,  unpredictable  environment  of  the  energy  industry, 

EGCO’s structure is not quite consistent with the prediction of Burns and Stalker’s of 

an organic structure characterized by flexibility and adaptability. The current EGCO 

structure is in line with Mintzberg’s configuration in terms of “machine bureaucracy”; 

that is, the prime coordinating mechanism in the standardization of work, and the key 
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design  parameter  is  the  techno-structure  system  (Mintzberg,  1993:  163-187).  A 

machine  bureaucracy  relies  on  much  specialization  of  jobs,  much  horizontal  and 

vertical  specialization,  and usually  functional  grouping,  large  at  bottom,  and  small 

unit  sizes  elsewhere.  The  flow  of  decision-making  basically  uses  the  top-down 

approach, whilst the survey showed some degree of autonomy among the staff which 

was described the private enterprise’s  style. However, the headquarters still controls 

the  critical  issues  or  risk  management especially  in  financial  matters.  The  top 

executives  succeeded  in  changing  the  machine  bureaucracy  only  by  reverting 

temporarily  to  the  leaner,  more  flexible  simple  structure  as  the  EGCO’s  has  a  few 

staff  (106  persons  vs  the  other  firm  in  the  energy  industry).    The  structure  is  best 

suited to the conditions of a relatively simple and stable environment. Nevertheless, 

since EGCO has diversified into many markets, the environment is quite dynamic and 

complex  which  means  the  current  structure    should  be  in  an  adhocracy  form  as  per 

Mintzberg’s  configuration  typology,  otherwise,  this  will  lead  to  an  ineffective 

organization  (Mintzberg,  1993:  280-281).  According  to  the  above  analysis,  the 

relationship  between  the  environment  and organizational  structure  of  EGCO  is 

summarized in Tables Case 4.10, and Case 4.11. Regarding the research findings of 

the  impact  of  all  environmental  variables on  the  organizational structure  of  EGCO, 

they  do  have  some  degree  influence  on  some  structural  dimensions,  such  as 

centralization and complexity. 

 

Table Case 4.10  Summary of predicted and real structural characteristics of EGCO 

under the unstable and unpredictable environment of EGCO’s 

executives by Burn & Stalker 

 

Variables 
Predicted structural 

characteristics of firm according 
to Burn & Stalkers 

Real structural characteristics of 
the firm 

Environment 
Unstable and Unpredictable 

(Dynamic) Unstable and unpredictable  

Organizational Structure Organic  Mechanistic  

Formalization Low High 

Centralization Low Moderate to rather high 

Complexity  Low High 
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Additionally, the real current structure was close to that of a machine 

bureaucracy  instead  of  an  “adhocracy”  as predicted  by  Mintzberg.  Therefore,  the 

environment  is  somewhat  limited  in  determining  the  degree  of  EGCO’s  structure  in 

this regards, and this will lead to the sub-optimization of organizational effectiveness. 

Table Case 4.11  Summary of predicted and real structural characteristics of EGCO 

under unstable and unpredictable environment by Mintzberg 

 

Variables 
Predicted structural 

characteristics of firm according 
to Mintzberg 

Real structural characteristics of 
the  firm  

Environment Dynamic and complex 

Dynamic and Complex (The 
structure is suitable for simple 
and stable environment) 

Structure Adhocracy Machine Bureaucracy 

Formalization Low High 

Centralization Low Moderate to rather High 

Complexity  High High 

 

4.6  Relationship of Strategic Stance–Environment-Structure 

 

As mentioned in the literature review, in this research study, Miles and Snow's 

framework  is  applied  for  the  study  because  the  most  important  research  on  the 

strategy-structure  relationship  has  been  strongly  proven and  undertaken  using  this 

framework (Miles and Snow, 1978; Robbins, 1990; Tappawan Lorsuwannarat, 2003). 

In the study of EGCO from this aspect, TMT concluded: “We view our organization 

as an analyzer because we need to stringently follow up the situation especially for the 

energy business, have a clear future but adapt to the cost, and adjust to the mid- and 

long-term.  For  instance,  looking  for  opportunities  of  asset  acquisition  abroad.” 

According to Miles and Snow (1978), we can conclude that the strategy stance can be 

classified as an analyzer strategy because it offers a limited set of products or services 

to a narrow segment of the total market. Thus, there is high horizontal differentiation 

and centralized control.   

When  looking  into    their  strategic  decision  making  in  terms  of  planning 

process, TMT gave the following description: “There are two steps of conducting the 

strategic  plan  for  the  EGCO  group:  first,  Series#1,  starting  in June  we  conduct  the 
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bottom-up  process  through  department  heads  and  subsidiaries  having  to  conduct 

performance  reviews  of  the  past,  forecasts, and  jointly  draft  the  ideas  or  concepts. 

Series#2,  starting  in  August,  a  top-down  approach  by  the  corporate  committee  with 

the  top  executives  team,  president  or  managing  directors  of  the  subsidiaries,  and 

deriving the ideas from Series#1. We will then sit down and discuss with the Board of 

Directors, and then distill the ideas of the strategic corporate  plan, around at the end 

of August. And then propose the completed plan to committee again. Finally, we start 

to kick off the business plan around 20-25 of December if everything is approved.” 

This stance and its discipline were also reflected in the in-depth interview with 

the  big  clients  of  EGCO.  In the  words  of  one  client:  “For  us,  as  the  customers  and 

shareholders, we see EGCO as a good partner. There are very few disputes, they are 

quite professional, and have a high systematic approach.” 

As mentioned in the literature review, in this research study, Miles and Snow's 

framework  is  applied  to  the  study  because  the  most  important  research  on  the 

strategy-structure  relationship  has  been  undertaken  using  this  framework  (Robbins, 

1990:  130).  In  the  level  of  competitive  analysis  within  a  particular  industry  or 

strategic group, this strategy characteristic type is useful for the various competitors 

for predictive purposes (Miles and Snow, 1978); that is, the key element in Miles and 

Snow's  strategy-structure  theory  is  the management's  assessment  of  environmental 

uncertainty. In the study, the environment is one of uncertainty and the analyzer is a 

hybrid  of  stability  and  flexibility,  the  organizational  structures  are  of  moderately 

centralized  control  with  tight  control  over current  activities  and  looser  controls  for 

new  undertakings.  The  EGCO  group  is  in  the  uncertainty  environment  and  has 

structure characteristics in terms of centralization that are low and rather moderate in 

the headquarters especially for the financial, risk management. EGCO strategic type is 

one  of  an  analyzer.    It  seeks  to  minimize  risk  and  maximize  opportunity  for  profit. 

EGCO’s  strategy  is  to  move  into  new  markets  or  put  out  new products  such  as  a 

variety of operating plants using many types of fuels. The EGCO Group also seeks a 

hybrid of both flexibility and stability. They respond to these goals by developing a 

structure made up of dual components. Parts of these organizations have high levels 

of  standardization,  routinization,  and  mechanization  for  efficiency.  Other  parts  are 

adaptive, to enhance flexibility in diversification to other fuel operations and overseas 
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markets. In this way, they seek a structure that can accommodate both the stable and 

dynamic  areas  of  operation.  If  situations change  rapidly,  then  the  demands  of 

organizations  to  move  fully  in  either  direction  severely  limited  as  each  plant  is  a 

capital intensive investment and needs a long-term commitment (Robbins, 1990: 131-

132;  Miles  and  Snow,  1978:  30;  Tippawan  Lorsuwannarat,  2003:  100-101).    If 

management  selects  a  defender  strategy,  for instance,  this  suggests  that  it  perceives 

the environment as stable. Of course, perceptions of environmental uncertainty are not 

objective  interpretations.  Managers  in  two organizations  can  face  exactly  the  same 

environment and perceive it very differently. 

 In  addition,  according  to  the  executives’  perception  survey  (see  Table  Case 

4.A7,  statements  1-3),  half  of  the  executives  believed  in  a  prospective  strategy  in 

exploiting opportunities, and one-thirds focused on maximizing profits. Nevertheless, 

over one-thirds believed in innovation as the key to the success of the firm. In short, it 

was  quite  obvious  that  the  firm’s  main focus  was  on  profitability  and  sought 

innovation. Nevertheless, as in the previous analysis, the current structure of EGCO is 

still not able to fully support the prospector type as recommended by Miles and Snow. 

For  the  above  reasons,  as  regards  the  relationship  of  environment-structure-strategy, 

the researcher viewed EGCO’s strategic typology was being changing from that of a 

defender to that more like an analyzer to cope with dynamic changes. The conclusions 

of the findings are in Table Case 4.12. 
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Table Case 4.12  Summary of predicted and real strategic stance characteristics of  

                             EGCO 

  

Determinant    

variables 

Predicted strategic types 

of the firm according to 

Miles & Snow 

Predicted strategic 

types of the firm 

according to Miles & 

Snow 

Real characteristics of the  

firm  by strategic leaders-

TMTs 

Strategic Stance  Defender Analyzer Analyzer 

Goals 
Stability and efficiency  Stability and flexibility, 

Hybrid 

Environment Stable domain Changing or Hybrid 

Dynamic, uncertain 

environment, high 

complexity 

Structure 

Hybrid, but mainly to 

Mechanistic 

Formalization High 

Centralization Moderate rather High 

Complexity  

Tight control; extensive 

division of labor; high 

degree of formalization; 

cauterized 

Moderately centralized 

control; tight control 

over current activities; 

looser controls for new 

undertakings, Matrix 

Structure 

 High (moderately in 

verticalization) 

Product 

- Limited product range; 

Competes through low 

cost; High quality, 

efficiency paramount 

- Core of traditional 

products; Enter new 

market after viability 

established by 

prospects 

Hybrid both stability and 

efficiency in operation, cost 

leadership, diversified into 

international 

 

4.7  Relationship of Strategic Stance and Organizational Effectiveness 

 

The  last  part  of  the  study  explores the  interrelationship  of  the  overall 

organization effectiveness and the strategic stance by using Balanced Score Concept 

as follows: 

 

4.7.1  Financial Perspective: 

The  first  measure  related  to  financial  analysis  was  derived  by  using  the 

archived  data  from  SET  (Table  Case 4.13).  According  to  EGOC’s  report  on  the 

financial performance, the analysis is as follows: A comparison was carried out into 

five key performance indicators (ROA, ROE, D/E ratio, Gross profit margin, and net 
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profit margin) for those in the same power generating industry (EGCO, BANPU, and 

RATCH)  and  total  industry  (seven  companies),  from  2005-2009  (using  semiannual 

analysis,    2004  as  the  base  of  calculation) with  the  overall  computation  also  being 

readjusted  by  standard  scores  (Z-score  and  T-score) (see  Appendix  K.  Table  K4-1 

through  K4.5  to  derive  for  Table  Case  4.13).  The  results  showed  that  during  the 

1H2009 of the study period, EGCO, overall for the combination of these key financial 

factors  was  ranked  “moderate”  (2.6  out  of  5),  whilst  RATCH  and  BANPU  had 

stronger financial results than EGCO’s in the same period. 

 

Table Case 4.13  Financial Analysis of EGCO (2005-2008, and first half of 2009) 

 

Y/E '05 Y/E '06 Y/E '07 Y/E '08 Q1 '09 Q2 '09
31/12/2005 31/12/2006 31/12/2007 31/12/2008 31/3/2009 30/6/2009

61,250.09 71,886.23 53,600.34 58,330.18 60,380.86 60,709.75
29,135.58 35,301.71 11,604.64 12,788.02 12,598.24 11,818.40
31,041.34 35,409.73 41,474.88 45,065.89 47,271.75 48,391.05
5,264.65 5,264.65 5,264.65 5,264.65 5,264.65 5,264.65
16,853.92 19,833.68 17,016.28 15,409.74 4,137.87 8,329.22
4,092.51 6,035.82 8,402.05 6,926.71 2,239.43 4,642.02
7.78 11.46 15.96 13.16 4.25 8.82

11.5 13.82 15.92 14.93 13.32 15.01

13.83 18.17 21.86 16.01 13.88 15.79
24.28 30.43 49.38 44.95 54.12 55.73

30/12/2005 29/12/2006 28/12/2007 30/12/2008 7/8/2009 24/8/2009
10.44 8.49 7.04 4.95 6.2 5.47
1.42 1.47 1.45 0.81 0.83 0.83
57.03 65.15 77.19 84.92 89.79 91.92
3.7 3.4 3.57 6.93 6.69 6.58
81 95.5 112 68.5 74.75 76

42,643.66 50,277.41 58,964.08 36,062.85 39,353.26 40,011.34

Equity

(Unit: M.Baht)
Period
as of

Financial Data
Assets
Liabilities

Paid-up Capital
Revenue
Net Profit
EPS(Baht)
Financial Ratio

ROE(%)
Net Profit Margin(%)
Statistics as of

P/E

ROA(%)

Market Cap.

Book Value per 
Dvd. Yield(%)
Last Price(Baht)

P/BV

 

 
Source:  SET, SETSMART, 2004-2008 Annual Report 
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Table Case 4.14  Finance Analysis related to Organizational Effectiveness 

Financial ratio PTT BCP TOP EGCO BANPU RATCH BAFS  industry

ROA (%) 1 2 1 2 5 5 2 1

ROE (%) 1 2 1 1 4 3 1 1

- D/E Ratio (times)  3 3 2 4 4 5 5 4

- Gross Profit Margin(%) 2 5 3 2 3 5 2 3

- Net Profit Margin (%)  2 5 3 4 5 5 2 5

ROA (%) very low low very low low very good very good low very low

ROE (%) very low low very low very low good good low very low

- D/E Ratio (times) moderate moderate low good good very good very good good

- Gross Profit Margin(%) low very good moderate low moderate very good low moderate

- Net Profit Margin (%) low very good moderate good very good very good low very good

COMBINATION

Financial Assessment 1.8 3.4 2.0 2.6 4.2 4.6 2.4 2.8  

 

Note:   1)  Archived data was based on SET Smart, 2004-2009 Analysis 

              2)   For Industry was based on average for 7 companies for calculating Z-Score, T- 

                  Score  to   transform the raw data as a normalized score for comparison. 

             3)   Low = 1.0-2.33; Moderate = 2.34- 3.66; High = 3.67-5.0 

 

In the study, the executives also elaborated on the balanced scorecard concept 

and its implementation during the earlier period: “ROE is exemplary. In fact, we are 

also looking at other dimensions such as net profit, ROE, earning per share, PE ratio; 

for  instance,  in  the  comparison  mode,  ROE  is  quite  easily to  understand,  and 

sometimes we compare with other competitor such as BANPU, PTT, and Thai oil for 

the  benchmarking.”  EGCO’s  TMT  further  explained:  “We’ve  ever  done  the  BSC 

before, around seven to eight years ago, but it was not quite successful.  We believe it 

is  a  good  guideline  concept, but  did  not  probably  fit  that  time.  Right  now,  we  have 

readjusted  the  BSC  and  adapted  it  to  suit  our  own  operations.”  When  asked  to 

describe the main reasons for unsuccessful implementation, the TMT explained: “The 

main reason of the unsuccessful implementation of the BSC was that the people were 

getting  confused,  inconvenient,  being  difficult  to  understand  and  time  constraints. 

Moreover, during an implementation period, it was probably not the right timing as a 

high  workload  due  to  business  expansion.  We  were  going  very  fast,  after 

implementing the BSC. It was slow down at last. The failure was due to the process 

and people, 50:50, I’d say.”  This shows the same reason as many case studies, that 

finance  alone  is  not  a  good indicator.  Even  if  the  firm  puts  the  BSC  concept  into 



 
285

action, it does not guarantee the success. Several factors need to be taken into account 

such  as  the  clear  concept,  the  readiness  of  staff,  timing  of  implementation,  and 

indicators  to  be  used.  This  reflects  the  key  learning  of  the  firm  and  in-line  with  

Kaplan and Norton (1996a, 1996b). assertations. 

  

4.7.2  Customer Perspective: Customer Satisfaction 

          In terms of the linkage of the company’s strategic direction and operation, the 

study aimed to find out the company commitment (Responsibility towards consumers 

policy)  in  providing  their  customers  with clearly  stated  corporate  value  to  supply 

electricity and serve the customer demand and maximize customer satisfaction as well 

as  trust  in  product  and  service  quality. A  survey  was  also  conducted  to  find  out 

whether  this  was  in  line  with  the  company’s  mission/vision  or  not.  The  company 

declared its commitment clearly in providing their customers with the best service and 

highest  quality  in  power  supply  readiness,  which  is  in  line  with  the  company’s 

mission/vision. To understand this dimension, the researcher conducted a survey and 

in-depth interview with their biggest customer, EGAT. EGAT has two roles for both 

shareholders and EGOC’s customers as well. The executives of EGAT have several 

opinions about the EGCO’s performance: “In my opinion, the company provides the 

following  activity:  power  through  a  clean,  environmental  service  and  reliability  in 

production.    I  evaluated  EGOC’s  overall  performance  a  satisfactory.”    Other  client 

executives also concurred: “If you count us as a customer, we would like to say we 

are highly satisfied with EGCO’s operations -9 out of 10, they are quite professional, 

know the terms and conditions, sometimes when there are disputes, they compromise 

with us reasonably.  Besides their operations, the staff are also friendly.”  

Moreover, in the study, the researcher surveyed the customer satisfaction with 

EGCO. Some views from the customers of EGCO related to product/service quality, 

personnel, process and facilities as well as overall perspectives. Since the respondents 

are at the executive level and have been working and in a good relationship in dealing 

with  EGCO  for  many  years,    their  names were  not  disclosed.    Table  Case  4.A11 

details the customer profiles: a half of the customers were male, aged between 40-49 

in the main, with total experience of over 21 years, high educational background, and 

came from power procurement and power purchase in the main. The survey covered 
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four dimensions comprising 20 questions, product/services, personnel or service staff, 

process, and facilities, new initiatives and overall satisfaction evaluation (as shown in 

Table  Case  4.A12).  The  findings  showed  that  the  customers  trusted  EGCO’s 

standards of product/service quality, and brand equity (statements 1a through 1c). In 

addition,  they  were  happy  with  the  staff’s service  in  terms  of  being  well-treated, 

courtesy,      issues  being  handled  effectively,  clear  explanations,  capable  staff,  and 

overall  getting  the  job  well-done  (statements  2a  through  2f).  Besides,  over  60  % 

respondents  agreed  in  their  state-of-the-arts,  outcome  procedures,  clear  information, 

and timely deliverables (statements 3a through 3e). The final section showed that the 

customers  were  satisfied  with  the  new initiatives  in  work  and  would  like  to 

recommend  the  firm  to  other  companies,  and  the  company  is  in  the  forefront  of  the 

mind  for  first  choice  service  (statements  4a  through  4e).  As  a  result,  the  customer 

satisfaction score overall was 4.1 out of 5-scale (82%), and when taking into account 

all  measures,  the  customer  satisfaction towards  EGCO    scored  3.98  out  of  5  (0.46 

SD). This implies that overall customer satisfaction is rated as ‘high’. Together with 

consideration of the interviews and survey, this conclusion seems solid. 

 

4.7.3  Internal Process 

In  the  study,  the  researcher  interviewed  TMT,  and  conducted  an  employee 

survey  regarding  their  attitudes  towards  the internal  process,  and  learning  &  growth 

perspectives in Tables Case 4.A8, Case 4.A9 and Case 4.A10. In the study related to 

internal  process,  there  are  four  perspectives:  safety  index,  total  quality  index, 

employee’s  efficiency,  and  loyalty  to  the organization.  The  first  could  obviously  be 

seen from the archived records for safety of the firm as in this energy business, less or 

no accidents is key success factor.  For the others, the researcher conducted a survey 

via  questionnaire  related  to  their  employee  attitudes  towards  these  measures. 

According  to  Table  Case  4.A9,  the  findings showed  that  the  employees  agreed  that 

the  total  quality  management  program  such  as  the  corporate  goals  and  work  plan 

development,  working  process  and  responsibility  changes  were  highly  recognized, 

and  that  these  were  working  very  well (statements  1.3,  1.4,  1.6).  Others  viewed 

moderate  performce  in  terms  of  human  resources  management  to  aid  the  program, 

resources  sufficiency,  the  knowledge  of  staff,  and  organizational  structure  for  the 
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quality  development  program  (statements  1.5  1.7,1.8,1.9).  The  evidence  shows  that 

there is room to improve this quality development area.  In addition, referring to Table 

Case 4.A10, in the previous analysis of employee efficiency, work commitment, and 

loyalty  to  organizations,  the  findings showed  that  the  employee’s  role  and 

responsibility,  work  efficiency  linked  to the  organization’s  success  (statements  2.1, 

2.2,  2.3).  However,  the  score  in  terms  of understanding  their  line  managers,  self-

adjustment  to  cope  with  the  assignment, and  limited  initiatives  were  shown  to  be 

moderate  concern  (statements  2.3,  2.4,  2.5).  Moreover,  this  led  to  their  high 

commitment as seen in the loyalty to their organization (statements 3.1 through 3.4).   

Nevertheless,  there  are  several  areas  related  to  the  internal  process  which 

impeded  the  effectiveness  of  the  firm such  as  communication  breakdown  of  the 

corporate  values  to  the  staff,  including using  IT  to  improve  work  efficiency.  For 

instance, TMT responded to these issues: “Admittedly, during the past three or four 

years, our communication has been problematic, especially for internal affairs among 

our subsidiaries due to our high growth rate. To solve this issue, we have adopted an 

approach of rebranding, building identity, and strengthening unity.” When asked how 

the  solution  was  put  into  action,  TMT  said:  “By  communicating.  Our  HR  invites 

representatives  from  subsidiaries  as  the  brand  ambassadors  for  brainstorming.  For 

instance,  in  the  past  few  years,  we  arranged  a  sports  day  at  Rayong  power    plant,  a 

new year party, having teaming up by being symbolized team with the same colored 

dresses  (done  by  corporate  communication),  youth  camp  campaign  and  Dek-doi 

camp. They went together, lived and worked together. This kind of team building has 

been very useful to strengthen the team as one. Very good, indeed.”  

To strengthen the corporate value changes, the company needs develop a sense 

of  belonging,  TMT  added:  “The  corporate culture  is  being  developed  to  be  more 

helpful,  more  reliable  In  cases  you  would  like  them  to  express  themselves,  such  as  

asking  for  or  presenting  their  opinions,  they  would  prefer  to be  quiet  as  being 

considerate  is  still  high  priority  in  this  organization.  But  we  encourage  everyone  to 

‘participate’ and articulate any process to improve their present work.” Participation is 

one  kind  of  business  success.  Moreover,  in  the  improvement  process,  TMT  also 

revealed  their  tactics:  “We  have  deployed  a full  functioning  IT  system  to  facilitate 

work efficiency, such as in speed, being paperless, and to link communication among 



 
288

subsidiaries;  nonetheless,  this  is  being improved,  some  balancing  of  communication 

effectiveness is still under way. Another strategy we have adopted so far is applying 

the KM concept (Knowledge Management); that is, we invite the top management of 

each  affiliate  to  work  and  share  their  knowledge  with  employees.  It  has  been  very 

useful for their learning. Sharing knowledge is still under way.” 

Based  on  the  above  data,  the  findings can  be  reconciled  with  the  overall 

evaluation of these measures as ‘moderate’ (3.26 out of 5). 

 

4.7.4  Learning and Growth 

In the study of the organizational effectiveness measures of the last dimension, 

the  researcher  reviewed  the  survey  from  the  employee  attitudes,  as  well  as  the 

interviews  from  executive  management  team  relating  to  training  and  development, 

career  path  development  and their  satisfaction.  The  responses  from  the  employee’s 

survey can be summarized (Table Case 4.A13) as follows: 

4.7.4.1  Training & development  

The  survey  showed  that  over  half of  the  respondents  were  somewhat 

satisfied with getting enough training and development, having opportunities to learn 

and  develop  themselves,  and  teamwork  (statements  4.1,  4.2,  4.3,  4.4).  Nevertheless, 

some  demonstrated  disagreement  with  their  current  training  and  development.  This 

figure implied the employees have been trained moderately, and is still mainly aligned 

with  what  the  TMT  said  in  the  interviews.  However,  when  considering  career 

development,  over  43.3  %  of  employees  were  somewhat  satisfied  with  the  way  the 

organization  has  developed  their  knowledge  (statements  5.1,  5.2).  However,  there  is 

some concern for them regarding career opportunities for promotion (statement 5.3). 

Over  half  felt  secure  in  their  jobs, and  had  opportunities  to  demonstrate  their 

capabilities  with  support  from their  supervisors,  and  one  -fifth  showed  concerns  in 

line manager supports (statements 5.3-5.6). According to Table Case 4.A13, in terms 

of  employee  satisfaction,  the  survey  showed  that  over  63.3  %  of  staff  respondents 

were mainly proud of their responsibilities  (statement 6.1), and were still happy with 

the current work, while one-third showed an intention to change their jobs (statement 

6.2), and over half were dissatisfied with the present work (statement 6.3). Two-thirds 

somewhat  agreed  that  the  job  fitted  their  skills  and  knowledge  (statement  6.5). 
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Opinions on politics in office varied (statement 6.6). All in all, these figures show that 

EGCO’s employees are somewhat moderate to rather highly satisfied in work and this 

matched  their  skills.    Moreover,  in  the  last  part  of  survey,  the  employees  somewhat 

agreed and rather highly agreed (80-90%) with the company’s CSR program in terms 

of  social  responsibility,  the  corporate  role  in  conducting CSR  projects  for 

communities,  confidence  in  products  and  services.  Nevertheless,  in  terms  of  overall 

corporate operations, they showed moderate agreement (overall mean 3.28 SD 0.76, 

alpha  0.9554).    This  survey  was  also  confirmed  by  the  TMT  view  points:  “We  are 

taking  care  of  the  employees.    Currently, the  human  resources  development  is  still 

behind  the  plan.  Sometimes,  they  (the  staff)  do  not  trust  us  and  we  must  continue 

improving this.  This is an on-going process.” Some of the key learning and growth 

concerns  related  to  new  initiatives  or  innovation.  TMT  elaborated on  this:    “In  the 

new  initiatives,  for  instance,  new  business,  the  strategic  plan has  a  broad  frame; 

therefore, mid-long term diversification such as gas, coal, hydro and so forth, should 

be  proportionately  allocated  by  risk    to  domestic  and  international  investment  (this 

will be done by the business development unit). Strategically, we stick to the strategic 

master plan, except when there is highly volatility such as a drastic drop in GDP, coal 

or gas price changes below the oil prices, then we must have an interim plan.”  

Based  on  the  survey  and  in-depth  interviews,  the  findings  are  in  line 

with  what  the  team  has  evaluated.  Total  this  dimension  of  effectiveness  is  rated 

“moderate” (3.28 out of 5). 

 

4.7.5  Organizational Effectiveness Measurements 

According  to  the  above  analysis,  when  combining  all  four  measures  by 

balanced  scorecard  concepts,  and  applying  a  composite  index  factors  by  Best 

Practices, LLC (Kaplan and Norton, 2001: 375-376), the computation derived a score 

of 3.28 out of 5.  This figure implied that EGCO’s organizational effectiveness during 

the first half of 2009 was moderate. From the above findings, the degree of strategic 

stance  towards  the  organizational  effectiveness  of  EGCO  can  be  summarized  as 

shown in Table Case 4.15. 
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4.7.6  Summary 

The  case  study  of  EGCO  during  the  first  half  of  2009,  the  finding  can  be 

summarized as follows: 

1)  External  environment  condition:  there  is  an  interrelationship 

between  the  external  environment  and  organizational  effectiveness.  The  finding 

shows  that  the  executives’  opinions  for ‘general  environment’-  economic,  socio-

cultural, and ecological conditions highly impact organizational effectiveness. 

2)  For  the  ‘task  environment’  condition:  the  high  impact  forces  are 

those  of  competitors,  suppliers’  pricing policies,  followed  by  risks  of  financial 

management.  

3)  The degree of environmental condition assessment by the executive 

team was dynamic, highly complex, and moderate in munificence. 

4)   EGCO’s  strategic  leadership  is rated  as  “high”  due  to  the  strong 

experience of top executive management, clear communication of the vision/mission 

throughout the corporation. 

5)  The impact of all the environmental variables on the organizational 

structure of EGCO do have some degree of influence on some structural dimensions 

such  as  centralization,  and complexity.  Additionally,  the real  current  structure  was 

close to a machine bureaucracy instead of  an adhocracy as predicted by Mintzberg.  

Therefore, the environment condition does somewhat determine EGCO’s structure to 

a limited degree in this regard, and will lead to the sub-optimization of organizational 

effectiveness.  In  the  study,  it  was  quite obvious  that  EGCO’s  main  focus  was  on 

profitability  and  focused  somewhat  on  innovation.  Nevertheless,  in  the  analysis,  the 

current structure of EGCO was still not able to support the prospector as recommended 

by Miles and Snow. 

6)  EGCO’s  organization  structure  is  that  of  a  matrix,  functional,  and 

the  relationship  with  the  strategic  stance  has  transformed  from  a  defender  to  an 

analyzer according to Miles and Snow. 

7)  In  this  study  for  the  first  quarter  of  the  2009,  EGCO  showed  a 

‘moderate’  financial  performance.  Nevertheless,  with  the  current  environment-

structure-strategic  leadership-strategy,  customer  satisfaction  was  assessed  as  being 

highly  effective.  However,  the  limitations  of  their  internal  process  and  the  learning 

and  growth  were  internally  evaluated  as  ‘moderate’.  As  a result,  overall  organizational 

effectiveness also rated as ‘moderate’. 
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Table Case 4.15  Summary of the Organizational Effectiveness of ECGO 

 

Variables  Measures Levels Scores 

Interpretation  
of 

Organizational 
effectiveness 
Level 

Financial  -Return on Assets 
(ROA) %;-Return 
Equity (ROE) %;-
Gross Profit Margin 
(%); - Net Profit 
Margin (%)  

Achieved data from Stock 
Exchange Market, a time series 
during 2005-1 half of 2009,  based 
on 2004 as the base index, standard 
score adjustment for Z-score, and 
T-score and average of 7 
companies as industry average 

2.60  Moderate 

Customer 
Satisfaction 

-Customer 
Satisfaction Index 

An assessment from customers 
survey 

3.98  High 

Internal 
Process 

-Safety  index 
(achieved data) 
-Total quality 
index(item 1.3-1.9) 
-Employees 
Efficiency and 
commitment (item 
2.1-2.5) 
-Loyalty to 
organization (item 
3.1-3.4) 

-Safety Record of EGCO shows  
-a combination of surveys of 
internal process 
 

3.26  Moderate 

Learning & 
Growth 

-Training & 
Development (item 
4.1-4.4) 
-Career Development 
opportunity (item5.1-
5.6) 
-Employee 
satisfaction 
index(item 6.1-6.6) 

A combination of survey training 
& development, career 
development, and employee 
satisfaction index 

3.28  Moderate 

Overall 
Composite 
Index 

Summation of four 
measures 

A combination of four factors 
0.167*(Finance +Customer + 
Learning & Growth)+ 0.5* Internal 
Process) 

3.28  Moderate 

 

Note:  For financial measure 

           1)  Archived data was based on SET Smart, 2004-2009 Analysis     

            2)   For Industry, this was based on average of 7 companies for calculating Z-score,  

                T-score to transform the raw data as a normalized score for comparison. 

           3)  Low: 1.0-2.33; Moderate: 2.34-3.66; High: 3.67-5.0 

           4)  Statements or items,  please see details in Appendix X 



 292

CASE STUDY No. 5  POWER GENERATING (ELECTRICITY) 

 

Banpu Public Company Limited (BANPU) 

 

One  of  the  power  generating  businesses  which  has  dominated  the  energy 

market  is  Banpu  Public  Company  Limited (BANPU)  and  it  was  selected  as  a  case 

study  due  to  its  differentiation  in  terms  of  its  electricity  generating  power  plants  by 

coal mining. It is one of a long history of this kind of energy group in Thailand, with 

its original as a family business.  

 

5.1  Company Overview 

 

BANPU was established in Thailand in 1983 as a coal-mining venture and was 

later  listed  in  1989  on  the  Stock  Exchange  of  Thailand.  In  the  1990s,  the  company 

diversified into power project developments in Thailand, coal mining in Indonesia as 

well  as  port  operations  and industrial  minerals.  Since 2001,  BANPU  has  decided  to 

focus  its  strategy  around  becoming  a  leading  coal-based  energy  player  in  the  Asia-

Pacific  region.  The  decision  is  based  on  where  the  company  sees  its  core  skills  and 

competitive advantages – as well as where it sees most growth potential. This decision 

has led to some non-core divestments (industrial minerals, port business, some non-

coal power investments) as well as further growth in coal – in Indonesia and China. 

BANPU has been in the energy of coal mining and power generation for over 

26  years.  In  order  to  understand  clearly  how  BANPU  operates and how they thrive, 

see more details in Appendix X-BANPU. 

After over two decades of dynamic growth, BANPU today is not only one of 

the  foremost  energy  companies  in  Thailand,  but  is  rapidly becoming  a  leading 

regional coal player through its operations in Indonesia and its investments in China.  

Additionally, BANPU has two core and complementary business lines - coal mining 

and coal-fired power generation. 
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5.1.1  Coal Business 

Coal is a natural resource with reserves in various countries around the world. 

Coal  reserves  are  much  higher  than  oil  and  natural  gas,  making  it  extremely  crucial 

for  human  beings.  The  coal  we  use  can  be divided  into  two  main  categories:  steam 

coal/thermal  coal  and  coking  coal.  Most  coal  being  used  is  steam  coal/thermal  coal 

and  most  is  used  in  power  plants  to  generate  electricity.  Coal  can  be  said  to  be  the 

cheapest commercial fuel.  Indonesia is the world’s largest exporter of coal (it exports 

roughly  200  million  tons  per  year).  The  second  rank  is  Australia  with  total  coal 

exports  of  124  million  tons.  Both  suffered heavy  rain  especially  during  the  first 

quarter  of  2008  when  Queensland  saw  major  floods  that  slowed  down  its  coal 

production. Some concerns related to logistic issues and the weather of each country. 

For  instance,  coal  transportation  facilities  in  Australia  were  inadequate  in  2008; 

therefore,  coal  exports  from  Australia  in this  period  were  still  lower  than  expected. 

South  Africa  also  suffered  heavy  rainfalls  while  Russia  found  itself  running  out  of 

train carriages to transport coal. China also found itself restricting its coal exports due 

to rising domestic demands. All of these resulted in a tight coal market in 2008. The 

situation,  however,  improved  in  the  latter  half  of  the  year  after  the  economic  crisis, 

which  started  in  the  US,  expanded  to  the  rest  of  the  world.  This  in  effect  lowered 

demand for coal. 

The  coals  consumed  in  Thailand  are  those  produced  from  local  mines  which 

are  usually  low-grade  lignite as  well  as  imported  coal  which  is  usually  bituminous. 

The  coal  used  in  Thailand  is  mostly  steam  coal/thermal  coal.    In  2008,  the  country 

consumed  a  total  of  34.6  million  tons  (increased  by  8.6%  from  last  year).    Of  this, 

18.7  million  tons  were  coal  from  domestic  mines.  At  the  same  time,  the  country 

imported 16 million tons of coal from overseas. Most domestic coal was used by the 

Electricity  Generating  Authority  of  Thailand  (EGAT)  to  generate  power.  EGAT 

consumed  a  total  of  16  million  tons  of  coal  in  2008  or  47  per  cent  of  the  country’s 

total coal consumption.  Additionally, during 2008, the industrial sector consumed a 

total of 18.4 million tons of coal, or an increase of 32 per cent from the previous year. 

Most were in cement, pulp and paper, petrochemicals, food and other industries. 

The  customers  in  the  industrial  sectors are  as  follows:  1)  Cement  industry  – 

they use cement in their production process and they are the largest group of private 
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customers  in  Thailand.  They  are  not  many  but  each  is  in  need  of  a  huge  amount  of 

coal. 2) Coal-fired power plants under the Independent Power Producer - so far, there 

has  been  only  one  which  is  the  BLCP  Power  Plant.  3)  Power  and  steam  generation 

industry  –  they  are  paper,  petrochemicals and  textile  industries  which  use  coal  to 

generate  heat  in  large  boilers.  4)  Other  industries  that  rely  on  coal  to  heat  smaller 

boilers or use coal to burn, heat or boil in their production processes - small industries 

such as pulp and paper factories, small chemical, food and lime industries. While they 

do not need a lot of coal, their numbers are many and their demands for coal are much 

more specific than the previous three groups. For instance, in the 2008 record, cement 

was  the  industry  that  consumed  the  highest amount  of  coal  as  the sector;  that  is,  it 

used a total of 7.2 million tons in 2008 or a 10-per cent increase. Power plants under 

Small  Power  Producers  (SPP)  and  Independent  Power  Producers  (IPP)  projects 

consumed  a  total  of  5.5  million  tons  of  coal  in  2008,  or  a  1.5-percent  rise.    The 

remaining 5.7 million tons were utilized by other industries but this signified a sudden 

jump  of  as  many  as  36.7  per  cent  mainly  because  several  factories  switched  their 

machinery from oil-dependent to coal instead at the time the oil price was exorbitant. 

That’s why demands for coal under this category rapidly rose.  Only 2.4 million tons 

of  locally-produced  coal  were  used  in  the  industrial  sector.  The  rest  was  imported 

from overseas. One of the main reasons was that local coal reserves had been greatly 

depleted  and  Lampang  Mine,  which  was  one  of  BANPU’s  major  mines,  was  shut 

down in late 2008. As a result, there is a need for more coal import substitution. 

BANPU has demonstrated core competence and competitive advantages in the 

cost-efficient development and operation of open-pit coal mines in Asia and in both 

the  domestic  and  export  grade  thermal  coal  market.    Through  recent  investment, 

BANPU  is  also  now  developing  skills in  underground  mining.  BANPU  presently 

manages a production capacity of around 20.5 million tons per annum from its mines 

in Indonesia. At the end of 2008, the Company's total attributable coal resources were 

2,140.62 million tons, while its coal reserves were approximately 600 million tons. 

 

5.1.2  Power Business 

BANPU has been a pioneer in the successful development of IPPs and SPPs in 

Thailand. The Company now intends to use this experience and expertise to develop a 
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business line of coal-fired power that is both complementary to and synergistic with 

its  coal  mining  business.  Currently,  BANPU  has  an  investment  in  two  power 

generation companies in Thailand namely BLCP Power Limited (50% share), a new 

1,434  MW  coal-fired  power  IPP  in  Rayong province  and  Ratchaburi  Electricity 

Holding Public Company Limited (RATCH), a gas-fired power plant (14.99% share) 

in  Ratchaburi  Province.  The  company  also  owns  three  combined  heat  and  power 

(CHP)  operations  in  northern  China,  namely  Luannan  and  Zhengding  in  Hebei 

province and Zouping in Shandong province.  

In early 2009, BANPU entered into the Shareholders Agreement with RATCH 

and  Lao  Holding  State  Enterprise  (LHSE),  a  state-owned  enterprise  of  Lao  PDR,  to 

jointly  establish  Hongsa  Power  Company  Limited  (HPC)  and  Phu  Fai  Mining 

Company Limited (PFMC), both of which have principle offices located at Vientiane 

in Lao PDR. The objectives of HPC and PFMC are to implement and operate Hongsa 

Project, a 1,878 MW mine-mouth power plant in Hongsa district, Xayabury province 

of Lao PDR. 

A  review  of  literature  was  carried  out  on  the  organizational  environment 

condition of the power generating and petroleum oil businesses. All of them had an 

impact  on  the  organizational  effectiveness  to  some  degree.  In  this  study,  we’ve 

explored  both  general  and  task  environments  related  to  the  strategy,  structure  and 

organizational effectiveness of BANPU. 

 

5.2  External Environment Conditions 

 

5.2.1  Organizational Responses to ‘General’ Environmental Change  

In the study of the external environment, the researcher employed the principal 

research methods of in-depth interviews; a survey of the key informants especially of 

the top executive team (TMT) of the firm for their the insights from their perspectives. 

5.2.1.1  Response to Political Environment Condition:  

The first main factor of the survey is to learn about the relationship of 

the  political  condition  in  the  country  towards  the  firm’s  operations.  The  executive 

explained: “In terms of the political condition in Thailand, we see little impact from 

the  political  situation  especially  from  government  changes.  This  is  because  our 
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business  operations  are  mainly  in  overseas  investment.  However,  there  is  some 

concern of impact from the stock exchange.” 

However,  since  most  of  BANPU’s  operations  are  overseas  -  in 

Indonesia and China - the company has to confront the risks from regulatory changes 

in  these  countries.  Regulatory  changes may  affect  the  company’s  operation.  For 

instance, in 2008, rules and regulations in these countries were changed. In Indonesia, 

the  government  passed  a  new  mining  law,  which  may  lead  to  additional  tax 

regulations or changes in the coal contract of work that can possibly be translated into 

additional  expenses  to  coal  producers  in  the  future.  In  addition,  the  Indonesian 

government is also preparing to issue a new Domestic Market Obligation (DMO) law, 

which  requires  local  coal  producers  to  sell  a certain  amount  of  coal  locally  to  meet 

local demands for coal. There is also a law on price regulation, which will determine a 

minimum price of coal for export overseas. The goal is to prevent coal producers from 

selling coal at too low a price as it means the government can collect fewer royalty 

fees.  These  laws,  if  implemented,  will  not have  any  material  effect  on  the  company 

because BANPU plans to increase the ratio of its coal being sold locally in Indonesia. 

Regarding  the  price  regulation  law,  the  company  perceives  that  the  coal  purchasing 

price  agreement  of  each  year  will  be  set  appropriate  to  the  market  situations  at  that 

time.  

In  addition,  in  response  to  questions  about  the  political  unrest  over  a 

few months of events, TMT viewed this domestic political turmoil as having a minor 

effect  on  them.  For  instance,  in  response  to  the  case  of  the  Suvarnabhumi  airport 

closure  (December  2008),  and  the  Red  Shirts  in  Pattaya  during  Asian  Summit 

Meeting in April 2009, TMT elaborated: “For the closed airport, this had no impact 

on  us  because  we  do  not  have  power  plants in  Thailand.  The  impact  was  very  little 

inform the domestic view and only affecting our traveling and meetings abroad which 

caused slight delay. All we had to do was just change the meeting venue or use video 

conference to solve this.” 

5.2.1.2  Response to Economic Environment Condition:   

Basically,  the  economic  condition  is one  of  the  crucial  forces  that 

directly affect the firms like those in the case studies in the energy industry such as 

PTT, Bangcha, Thai Oil, and Electric Generating Authority of Thailand. Nevertheless, 
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on the contrary, in this case, the result is different. As TMT expressed: “Since we are 

in  the  business  of  B2B  -  a  long-term  commitment,  we  basically  produce  based  on 

customer  requirements,  and  if  you  look,  the electricity  usages  are  increasing  every 

year;  therefore,  for  us,  there  is  no  impact on  this.”  To  verify  this  statement,  the 

researcher also investigated the historical records. According to the survey of national 

master.com, the total electricity consumed annually plus imports and minus exports, is 

expressed  in  kilowatt-hours.  The  discrepancy  between  the  amount  of  electricity 

generated and/or imported and the amount consumed and/or exported is accounted for 

as loss in transmission and distribution, for Thailand, was ranked  19th  (in 2006), the 

electric consumption increased from billion 90.9 US$ to be billion 123,9 US$. After 

the economic crisis, which started in late 1997, the Electricity Generating Authority of 

Thailand (EGAT) revised its power development plan (PDP) in line with the declining 

demand.  The  impact  of  the  economic  downturn  on  power  demand was  very  severe. 

The  country's  demand  for  1998  and  1999 dropped  significantly.  However,  the 

economy  showed  signs  of  recovery  again  in  2001  since  demand  outgrew  its  past 

record.  In the research study during 2008-2009, the economic crisis impacted power 

generation  business  as  well,  in  terms  of  the strategies  to  compete  in  the  liberalized 

power market; however, since EGAT has planned very well for demand consumption, 

in terms of the supply side, the impact was alleviated. Since BANPU has long-term 

contracts, the impact on this will be the pricing on coal which is negotiated on a year 

by year basis. 

5.2.1.3  Response to Socio-Cultural Environment:   

In terms of the social-cultural perspective, the survey finding showed 

few  concerns  as  BANPU’s  main  business  is  still  based  in  Thailand,  and  has 

diversified to overseas. The business is still focusing on business-to-business and does 

not  involve  the  consumer  directly.  Nevertheless,  for  this  socio-cultural condition, 

TMT pinpoints the most impact to the firm being that related to the community, and 

they’ve  provided  some  solutions  for  this  business.  According  to  the  TMT: 

“Definitely,  we  see  consumer  behavior  changes,  but  that  will  not  impact  the  power 

generation  business  because  BANPU’s  business  is  to  focus  on  B2B,  to  sell  the  coal 

for power generation which is quite stable, there is a little bit concern of its impact on 

the ‘community’. What we do is apply CSR (Corporate Social Responsibility concept) 
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to solve this issue, such as providing education support, and help in the social matters 

of the community.” 

5.2.1.4  Response to Technological Environment:  

Concerning the effect of technology environment on the organization, 

TMT  elaborated:  “BANPU  produces  according to  customer  requirements.  We  focus 

on innovation in terms of process development. We build power generation plant by 

using the so-called EPC, Engineering Project Construction, technology. In the case of 

low  cost  concerns,  we  probably  apply  Chinese  technology,  as  European  techniques 

are quite expensive. The design of the power plant will tell us which one is the most 

appropriate technology to be employed.”  

5.2.1.5  Response to Ecological Environment:  

In  the  study,  greater  attention  has been  placed  on  the  role  of  the 

external environment especially for ecological linkages to the firm’s effectiveness.  In 

this  regard,  the  TMTs  elaborated: “In  the  ecological  perspective,  especially  for  the 

nationalization  related  to  the  environment,  for  instance  the  laws  on  resources 

utilization  and  taxation  procedures,  these are  our  main  concerns  as  we  need  to 

comply.  As  mentioned,  for  the  political  situation,  we  don’t  think  there’s  any  issue. 

Also,  related  to  community  concern,  this  is  a  must  for  the  management  to  be  well-

prepared  for  this  topic  because  the  coal  mining  business  is  basically  seen  as  a  dirty 

business:  therefore,  to  handle  this,  we  have  to  comply  with  government  policy.  For 

instance,  to  set  up  funding  related  to environment  concerns  from  production 

processing  such  as  dust  pollution,  smell/air  pollution.  Also,  sometimes  for  some 

countries such as Indonesia which has a cultural diversity, the community has asked 

the company for compensation. We also need to arrange and take this into account.” 

In sum, from the above interviews and reasons, the findings on the 

external environment condition towards the firm’s performance can be summarized as 

shown in Table Case 5.1. 
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Table Case 5.1  Relationship between General Environment and Organizational    

                           Effectiveness 

 

General Environment 
Condition 

Assessment by TMT 
Level of  Risk 
Assessment 

Political  
 

Comply with the rules and regulations, no issues 
concerns 

Low 

Economic Impact of the global crisis, slowdown the operation, 
but due to long-term contract of supply/ demand; 
therefore, this factor can be minimized. 

Low 

Socio-cultural Since  the  business  focuses  on  B2B  and  mainly  in 
foreign  investment  in  Thailand,  few  impacts  on  the 
company  due  to  different  cultures  when  diversified  
internationals  

Low-moderate 

Technology With joint venture, and expertise in the coal and 
power generation more than two decades, technology 
expertise in coal mining and power 

Low 

Ecology and 
Environment Climate 

The business focuses on coal mining, and power 
generation, community, and environment is our key 

High 

 

5.2.2  Organizational Responses to ‘Task’ Environmental Change  

The specific or task environment refers to the parts of the environment that are 

directly relevant to the organization in achieving its goals (Dill, 1958: 409; Wheelen 

and  Hunger,  2000:  54).  Its  concept  includes the  constituencies  that  are  directly 

relevant to the achievement of an organization’s goals or those sectors which have a 

direct  working  relationship  with  the  organization,  among  them  such  as  customers, 

competitors, suppliers, and the labor market (Daft, 2006: 88-89).  Since, the managerial 

and  executive  level  is  directly  involved  with  the  task  environment  context,  in  the 

study, the researcher therefore conducted a survey on managerial perspective related 

to the task environment. The variables are measured by age, educational background, 

experience,  personality  and  style,  values,  communication,  and  administrative  variables 

such  as  executive  team  tenure,  locus  of  control  and  power.  In  the  findings  (see 

Appendix:  Tables  Case  5.4, Case  5.5),  half  of  the  key  executive  respondents  were 

male  with  high  education  -over  eighty  percent  (83.4%)  have  a  master  degree  and 

above.  Also,  they  have  high  work  experience  of  more  than 16  years  (50%). 

Nonetheless,  there  is  a  wide  gap  between  these  two  groups  in  terms  of  their  tenure 

position with two-thirds accounting for between 2-5 and over 16 years. 

According  to  the  survey  (see  Table  Case  5.2)  of  TMT  views,  the  environmental 

conditions  which  affect  BANPU’s  organizational  effectiveness  are  composed  of 
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government  regulations,  financial/capital market,  and  technological  environment. 

Like the other firms in the survey, power-generating companies such as RATCH, and 

other  energy  firms,  such  as  PTT  and  TOP,  government  intervention  has  the  most 

important  effect  on  the  firm  since  the  company  has  invested  in  many  countries. 

Therefore,  compared  with other  external  environmental  conditions,  the  rules  and 

regulations  for  each  country  are  the  most  unpredictable  factors.  For  BANPU,  the 

changes in laws and policies on taxation collection, rules and procedures are the most 

important issue as viewed by TMT. For the financial/capital market, interest changes 

and  risk  management  are  the  biggest impediments.  Moreover,  in  terms  of 

technological  impact,  the  executives’  survey  aligned  with what  the  TMT  had 

described  before,  with  a  slight  difference in  viewpoint  relating  to  the  technology  of 

work  improvement  efficiency.    TMT  also  remarked:  For  IT,  we  deployed  many 

application  technologies,  for instance,  for  financial  control,  we  use  ‘Oracle’,  and 

‘Lotus Notes’ for web communication. For the mining process, we use ‘Mine Market 

for  Tracking  Performance’  along  the  value  chain,  starting  with  coalmining,  until 

issuing the invoices for clients. This program will handle all logistic functions. 

One of the normal issues of the energy industry is the supply of raw materials. 

The  firm  needs  to  be  well  managed  and have  a  good  planning.    However,  for  this 

power-generating  business,  the  researcher found  that  the  natural  resource  scarcity 

condition  was  viewed  by  executives  as  being  of  a  ‘low  degree’  of  concern.  The 

company must have many sources of supply to cover its long-term contracts to reduce 

this risk; for instance, 

1)  BANPU  Power  Limited  signed  the Head  of  Agreement  (HOA)  with  the 

Government  of  the  Lao  People's  Democratic  Republic  for  the  right  to  do  the 

feasibility study for development and investment of a 1,878 MW mine-mouth power 

plant and coal mining in Hongsa District, Xayabury Province, Laos PDR.  

2)  BANPU  Power  Limited  (a  99.99%  owned  subsidiary  of  BANPU)  signed 

the  Joint  Development  Agreement  (JDA) with  Ratchburi  Electricity  Generating 

Holding Public Company Limited (RATCH) with the purpose of collaborating on the 

study and the development of the Hongsa project 

3)  BANPU  Power  Limited  and  RATCH  as  the  developer  of  the  Hongsa 

project entered into a Memorandum of Understanding with EGAT, specifying the key 
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terms  and  conditions  for  the  preparation  and  development  of  the  Power  Purchase 

Agreement.  

4)  The  company  divested  its  stake  in  Asian  American  Gas,  Inc.  (AAGI), 

(which has invested in 2 coal-bed methane exploration and production projects in the 

People’s Republic of China), to China CBM Investment Holdings Limited. 

5)  ANPU  Power  Limited  entered  into  the  Shareholders  Agreement  with 

RATCH and Lao Holding State Enterprise (LHSE), a state owned enterprise of Lao 

PDR, to jointly establish Hongsa Power Company Limited (HPC) and Phu Fai Mining 

Company Limited (PFMC) in order to implement and operate the Hongsa Project in 

Hongsa District, Xayabury Province of Laos PDR. 

6)  The  company  dissolved  BANPU  China  Pte.  Ltd.  (“BANPU  China”)  (a 

100% owned subsidiary of BANPU and registered in Singapore). BANPU China has 

no business relating to the energy sector and has not been operated the business for 

several years. 

7)  BANPU Minerals Co., Ltd.  established BANPU Australia Co. Pty Ltd, a 

new subsidiary registered under the laws of Australia, to invest in the coal mining and 

power business, including exploration, obtaining concessions, mining contractor and 

operating power plants, as well as coal and power trading in Australia. 

In sum, for the task environment, the most important effect was the government, 

followed by financial risk especially capital risk management and the exchange rate 

volatility by country.   
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Table Case 5.2  Relationship between Task Environment and Organizational  

                           Effectiveness 

 

Task Environment 
Condition 

Assessment by Executives’ Respondents 
Level of 
Assessment 

Customers  
 

The demand of coals is sold in the long-term  contracts, 
and mainly in B2B 

Low 

Government In domestic  (Thailand), quite low, as main business is in 
international. Nevertheless, the rules and regulations 
were well-studied before investment decision making. 
It’s  moderately to rather highly unpredictable  

Moderate to 
rather high 

Suppliers of raw 
material 

Handled  by  several  sources  of  supply  especially  from 
international sources in the long-term contracts to reduce 
the risks 

Low 

Competitors “In  terms  of  competition,  BANPU  treats  itself  as  the 
community,  not  the  retail  business.  We  are  the  very 
small  player  in  the  coal  mining  business,  in  which 
basically, each player will have their own customers. We 
produce  around  350  million  tones,  have  a  long-term 
contract  of  2-3  years,  have  few  competitors,  and  we 
compete in terms of quality and product 

Low 

Financial/Stock 
Exchange 

High  investment  in  several  projects  related  to 
international operation diversification 

Moderate 

Technology Core expertise in this field of over 26 years  Low 
Natural Resources 
Scarcity 

At present, very low or none of natural resources of 
coals reserved in Thailand. Outsourcing or investment in 
overseas is to strengthen BANPI’s core business 
operation.  The company has several sources of raw 
materials, including exploration, obtaining concessions, 
mining contractor and operating power plants, as well as 
coal and power trading in Laos, China, and Australia.  

Low 

 

Moreover, the suppliers (long-term contracts) and competitors are of the least 

concerns and they are more predictable. For natural resources especially for the coal 

reserved  by  country  is  predictable.  Nonetheless,  since  BANPU  has  few  natural 

resources  in  domestic  operations  (Domestic coal  reserved  in  Northern  Thailand  is 

very  low,  they  can  produce  about  400,000  tons  or  account  for  2-3%  of  total 

production  (20  million  tons),  and  needs  to supply  to  many  power  countries  such  as 

Taiwan,  Korea,  Japan,  and Italy  (a  long-term  contracts).  To  prevent  this  risk 

management  of  supply  shortage,  BANPU uses  an  ‘outsourcing’  strategy,  and 

refocuses  on  putting  investment  in  overseas  (e.g.  Laos,  China,  and  Australia)  to 

strengthen  their  core  operations,  and  reduce the  risk  of  scarcity  of  the  raw  material 

supply.  
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5.2.3  Relationships Between The Organization and Environmental  

          Uncertainty 

According to the Tables Case 5.1, and Table Case 5.2, the general environmental 

condition which highly affects organizational effectiveness as assessed by BANPU’s 

executives, is the ecology and environmental concern, and then followed moderately 

by  the  socio-cultural  condition  due  to  diversification  to  overseas.  For  task 

environment,  the  government  policy,  especially  that  related  to  taxation  collection 

policy,  and  financial/capital  risk  management  and  interest  changes  are  moderately 

unpredictable, whilst the others are of quite less concern. When looking at the degree 

of  environmental  uncertainty,  munificence  the  degree  of  abundance  of  critical 

resources  needed  by  firms,  since  BANPU  has  secured  this  risk  issue  by  acquiring 

many sources of coal mining; therefore, this level is assessed as being of low scarcity.  

Moreover,  in  terms  of  dynamism,  the  executive’s  survey  indicated  that  their 

business is still under the stable conditions with only slight impact from government 

policy changes by the country, and each community in which the company operate as 

the  main  concern.  However,  all  in  all,  the executives  viewed  that  the  level  as  quite 

stable to rather moderate. Since BANPU has diversified their investment to international 

operations rather than focusing on Thailand alone, the level of complexity is assessed 

as being moderate. 

In  sum,  from  the  above  findings,  the organization’s  effectiveness  may  be 

increasingly constrained by the level of environment uncertainty; that is, dynamism is 

the most critical condition that highly affects the operational level and effectiveness of 

the  organization,  and  since  this  external  environment  is  uncontrollable,  the 

relationship  is  one-way  on  the  organization’s  effectiveness.  The  conclusions  are 

summarized as shown in Table Case 5.3. 
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Table Case 5.3  Summary of Environmental Threat and Opportunity Perceptions of  

                           BANPU 

                    
Environmental 
Uncertainty 
Conditions 

Impact towards the organizational Effectiveness, 
Level of 
Assessment 

Munificence 
(Abundance) 

+The degree of abundance of critical resources needed 
by the firms, such as raw material and finance. Since 
the main business depends on raw material supply 
from international sources, a long-term commitment 
and acquisition of mines are the key solutions to 
reducing the scarcity risk 

Low Scarcity 

Dynamism +The frequent changes in environmental factors due to 
political-legal conditions, numbers of laws relating to 
organizational practices such as products, services, 
technologies, and customer needs 
+ Government policy changes especially in a diversity 
of countries. 
+The nature of the business is  focused on safety and 
environmental, community concerns 

Stable 
(moderate 
dynamic) 

Complexity +The degrees of differentiation and dispersion of 
critical resources. 
+Globalization (domestic vs.  international operation)  
+BANPU focuses on international operations 
(globalizied) 

moderate 

 

5.3  Strategic Action: Strategic Leadership  
 

Strategic  leaders  are  viewed  as  the group  of  persons  who  have  the  overall 

responsibility  for  an  organization's  outcomes  by  creating,  anticipating,  processing, 

communicating  of  the  vision,  and  aligning  the  allocation  of  resources  to  cope  with 

external opportunities.  In the study, the researcher proposes the following three main 

components  (VIP)  of  strategic  leadership:  Vision/mission,  Process  (Communication 

ability and Alignment), and Integrity.  

Two  main  streams  were  discussed:  one  is  related  to  strategic  leadership,  and 

the other to organizational structure. For strategic leadership, this was studied in terms 

of  demographic  variables  in  two  components:  1)  The  top  executive  profiles  such  as 

educational background, age, work experience, communication, articulation, personal 

management style, role model or icon of organizational success, and other administrative 

variables  such  as  executive  team  tenure,  locus  of  control  and  power,  and  2) 

investigate  the  interrelationship  of  the  top  executives  in  terms  of    wisdom  -  able  to 

create visions/mission of the future and pursue them; process - communication ability 
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to  cascade  down  or  align  to  lower  levels  of  the  organization,  and  commitment;  and 

integrity  -  demonstrates  to  others  that  they  are  worthy  of  trust,  does  not  operate  on 

hidden agendas, is frank and honest, able to give bad news; astute use of power - this 

will also be reflected in staff’s loyalty to organization. The survey of managerial and 

staff employees’ perceptions of their TMTs were also explored. 

 

5.3.1  Vision/Mission:  

According  to  the  annual  report  2008,  BANPU  stated  their  vision:  “To  be  an 

energetic  Asian  energy  provider  of  quality products  and  services  and  be  recognized 

for  its  fairness,  professionalism,  and  concerns  for  society  and  environment.”    This 

vision was translated into mission through five statements 1) To develop businesses in 

the  fields  of  energy  in  pursuit  of  the  Asian  leadership  position. 2)  To  diversify  and 

invest  in  strategic  businesses  to  enhance  competitiveness.  3)  To  provide  varieties  of 

quality  products  and  services  with  commitment,  reliability,  and  flexibility.  4)  To 

conduct business in a socially, ethically and environmentally responsible manner. 5) 

To build sustainable value for shareholders, customers, business partners, employees, 

local communities, and to be a good citizen to host governments. 

In the interviews of top management team, the executives stated: “The current 

strategic planning is for the period of 2009-2013, BANPU focuses on coal mining and 

power generator, and this is our core experience.” To achieve the ambition to be the 

Asian leading company in this field, BANPU has demonstrated their strategic intent: 

1) expansion from their core competency related to the energy business such as power 

generating which uses ‘coal’ as the fuel-based supply; 2) being globalized in the next 

5 years to thrive in China, Indonesia, Laos and India, for instance; 3) practicing good 

corporate governance to society, community, and also fully supportive to ecology and 

the  natural  environment;  and  4)  customer  focus.  This  ambition  is  quite  high  and  to 

achieve  this,  TMT  also  revealed:  “quality of  offerings  is  our  key,  and  at  the  same 

time,  enhancing  their  competitive  advantage  through  their  new  innovation  programs 

(for instance, investment in alternative energy, like solar cell).” TMT also elaborated: 

“In  terms  of  competition,  we  at  BANPU  treat  ourselves  as  the  community,  not  the 

retail  business.  We  are  the  very  small  player  of  the  coal  mining  business  in  which 

basically, each player has their own customers. We produce around 350 million tones, 
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have long-term contracts of 2-3 years, few competitors, and we compete in terms of 

quality of products and services.” 

To  capture  the  heart  of  the  customer,  the  firm  needs  to  provide  product 

offerings that satisfy their customers. This is one of the crucial points in conducting 

any  business  (Kotler,  2000).   As  the  TMT  postulated:  “The  power  plant  business  is 

one of long-term contracts, say, 20-years of supply of the raw materials. The price is 

negotiated on a year-by-year basis, and the pricing formula is based on the trust and 

honor  approach.”  The  firm  is  also  plans to  sell  to  many  countries:  for  instance, 

“Taiwan, Korea, Japan, Italy, with long-term contracts as well, at fair price year-on-

year  deals.”  in  the  view  of  TMT.    Moreover,  in  the  in-depth  interview,  when  asked 

how the company applied any strategy to sustain their long-term business.   BANPU’s 

top management team pointed to taking care of its the stakeholder’s: “We are a fully 

supporting  good  governance  enterprise,  so  our  strategy  is  to  stay  with  society,  the 

community, a green environment, and safety, of course. The customer is one of our 

core focuses.” 

Based  on  the  above  declared  statements  and  interviews,  the  finding  are 

summarized as shown in Table Case 5.4.  

Table Case 5.4  Evaluation Matrix of Mission Statements 

Mission Element  Statements Evaluation 
Customers build sustainable value for shareholders, customers, business 

partners, employees 
Yes 

Product/services quality products and services with commitment, reliability, 
and flexibility 

Yes 

Markets fields of energy in pursuit of Asian leadership position Yes 
Technology not specified No 
Concern for 
survival, Growth, 
Profitability 

diversify  and  invest  in  strategic  businesses  to  enhance 
competitiveness 

Yes 

Philosophy socially, ethically and environmentally responsible Yes 
Self-concept diversify  and  invest  in  strategic  businesses  to  enhance 

competitiveness 
Yes 

Concern for public 
image 

socially,  ethically  and  environmentally  responsible,  and 
local  communities,  and  to  be  a  good  citizen  to  host 
governments 

Yes 

Concern for 
employees 

build sustainable value for shareholders, customers, business 
partners and employees 

Yes 
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5.3.2  Process (Communication ability and Alignment), and Integrity: 

With regards to how their vision/mission is putting into action, this was done 

through the process and alignment within the management team and staff. Employee 

attitudes are a measurement of the vision of strategic leaders. Without vision, strategic 

leaders  cannot  lead  people  in  the  same direction.  Therefore,  good  vision  must  be 

communicated  to  followers.  If  they  understand  the  vision/mission  statement  clearly, 

then they can take action and allocate resources to achieve the destination. Therefore, 

employee  attitudes  to  this  component  are  very  important.  The  researcher  has 

developed  two  cross-checked  viewpoints  of  their  strategic  leadership  based  on 

executives and employees’ attitudes.  

5.3.2.1  The Executives’ Attitudes towards the Strategic Leadership  

Referring  to  the  previous  survey  of  executives’  opinions  on  their 

strategic  leadership  (as  Tables  Case  5.A3  and  Case  5.A5),  the  findings  showed  that 

the top executive team (TMT) are quite conservatives. Vision is the first component 

of  strategic  leadership  and without  it,  strategic  leaders  cannot  lead  followers  and 

cannot  adjust  the  organization  to  a  changing  environment.  The  strategic  leaders’ 

vision/mission shows the desired goals and expected future and provides guidance for 

the  firm  and  its  members  to  achieve  them.  Strategic  leadership  is  reflected  by  the 

degree to which employees are communicated and understood. These components of 

strategic  leadership  are  analyzed  in  the  survey  (Table  Case  5.A5,  statements  8 

through13). 

With  regards  to  the  attitudes  about  their  strategic  leaders,  the  survey 

showed  that  the  top  executive  team  (TMT)  are  quite  conservatives.  For  instance, 

almost half of the executives respondents were disagreed and strongly disagreed that 

their  TMT  are  risk  takers (statements  8,  9,  10);  moreover,  two-thirds  (66.7  %)  of 

management  respondents  were  strongly  agreed  that  their  top  executives  encouraged 

the development of innovation and marketing strategy (statement 11). In addition, all 

mainly  agreed  that  the  top  executives  had articulated  a  clear  vision/mission  to  them 

(statement  13).  Statement  12  implied  that  there  was  a  diversity  of  opinion  among 

TMTs regarding implementing the predetermined plan. This can be explained by the 

fact that some functions need more dynamic and flexible planning such as marketing 

and  sales,  while  others  need  a  certain,  identified  plan  such  as  finance/accounting, 
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production,  and  IT.  This  matches  in  the  strategic  intent  and  realized  strategy  as 

postulated by Prahalad and Hamel. Intended strategy means the original strategy that 

management  plans  and  intends  to  implement.   In  contrast,  the  Realized  strategy  is 

defined as the actual and eventual strategy that management implements. The realized 

strategy often differs from the intended strategy because unforeseen environmental or 

organizational  events  occur  that  necessitate  modifications  in  the  intended  strategy 

(Hamel  and  Prahalad,  1989;  Mintzberg, and  Quinn,  1996:  41-45;  Hill  and  Jones, 

2001: 28-29). 

5.3.2.2  Employee  Attitudes towards the Strategic Leadership 

In  the  survey  (see  Appendix,  Tables  Case  5.A6,  Case  5.A7),  of 

employee attitudes toward their current strategic leadership of the company, without 

this  strategic  vision/  mission, the  strategic  leaders  cannot  lead  the  team  in  the  same 

direction.  Also  this  visionary  direction  must  be  communicated  throughout  the 

organization  to  the  followers.  If  they  understand  and  have  clear  direction,  they  can 

take action and allocate resources to achieve the target. The findings showed that the 

employee  respondents  surveyed  totaled  50  and  almost  half  were  male  (46  %).  The 

major age group was 25-34 years old (46%), followed by 35-44 years old (40%), with 

high  educational  background.  In  addition, there  was  a  diverse  range  of  work 

experience among the employees; that is, the majority of employees had short work 

experience at 2-5 years (43.8%) followed by those with over 10 years (41.7%). There 

was a proportionate distribution in terms of total year experience. In the survey, over 

half  (54%)  were  mainly  from  a  supporting  function  (finance/accounting,  IT, 

procedure, HR and so forth), followed by production, marketing and sales, supply and 

logistics. 

Moreover,  the  findings  showed  that  about  84-90  %  of  the  employee 

respondents  agreed  and  strongly  agreed  that  the  organization  has  set  a  clear 

vision/mission and it was communicated down to them (statements 1.1, 1.2), and this 

was  reflected  in  the  total  quality  management  program  such  as  their  goal  and  work 

plan  development,  working  process  and  responsibility  (statements  1.3  through  1.6). 

One-fifth  (20%)  showed  some  concern about  the  human  resources  management 

supports  (statements  1.4,  1.5), including  sufficiency  of  resources  in  facilitating  the 

quality program as well as the structure concerns (statements 1.7, 1.8, 1.9). Nevertheless, 



 309

over  40-60%  of  employees  still  agreed  and rather  strongly  agreed  that  the  firm 

supported  them  with  facilities,  capable people  and  the  structure  for  quality 

development. 

Employee attitudes towards strategic leaderships can also be reflective 

and it was quite clear that almost two-thirds to 82% agreed and strongly agreed that 

the top executives were icons of the organization’s success or role models, and their 

actions were committed to upholding the organization values and cultures (statement 

1.10,1.11,1.12). Vision and mission is also a factor affecting the style of operating in 

the  organization  because  strategic  leaders  have  to  think  strategically  and  transform 

into  more  concrete  policies  and  plans:  for  instance,  creating  good relationships  with 

customers is the everyone’s responsibility (statement 1.13). This translation was very 

strong  as  almost  80  %  are  agreed,  and  rather  strongly  agreed.  Additionally,  the 

employees  are  quite  agreed  that  the  current  organizational  structure  supported  the 

operation  well,  the  team  was  self-autonomous  in  decision-making  with  the 

information  system  efficiently  utilized (statements  1.14,  1.15,  and  1.16).  Note  that 

almost  one-fifth  (22%)  showed  concerned  about  the  limits  in  their  autonomous 

decision-making limitation (statement 1.15). 

According  to  Table  Case  5.A8,  in  the survey  related  to  employees’  work 

efficiency,  over  three-quarters  mostly  agreed  that  in  their  roles  and  responsibilities 

were  clear,  and  that  two-thirds  were  able  to  link  their  work  to  the  organization’s 

success  (statements  2.1,  2.2).  They  were  clear about  their  supervisor’s  expectations 

(statement 2.3).  Additionally, almost 70%  mainly agreed that they could demonstrate 

their initiative and had more flexibility for work efficiency (statements 2.4, 2.5).  In 

terms  of  loyalty  to  the  firm  (item,  3.1-3.4),  over  92%  were  strongly  demonstrated 

their pride of the organization’s reputation, recommended the company through word-

of-mouth, work preference, and were confident about the firm’s future, even though 

some (14.7 %, item 3.4) would like to change their work. 

 

5.4  Summary of Strategic Leadership 

 

The  conclusions  on  strategic  leadership  component  are  presented  below  in 

Table Case 5.5. Overall, the strategic leadership in BANPU is very strong, the TMTs 
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are  quite  conservative  in  their  managerial  style  in  the view  of  executives,  and  are 

viewed as icons or role models of the organization’s success by staff. The articulation 

of  vision/mission  was  very  clear  and  came through  to  their  work  effectively  to  a 

certain degree.  

   

Table Case 5.5  Summary of Strategic Leadership towards Organizational  

                           Effectiveness  

Strategic 

Leadership 

Impact of Each Company on Organizational 

Effectiveness 

Alignment 

Level 

Assessment 

Vision/mission +Has vision/mission/core value statements, formulated 
by TMT, BOD, and staff 
+Covers almost all dimensions such as products/services, 
financial growth, public images, employees, 
environment. 
+Assessed by managerial teams as strongly agreed in 
strategic leadership 
+ Assessed by employees as clearly articulated, the top 
executives as the icon/role models for success, and 
committed to organization values and cultures. 

High 

2.Process/ 
Alignment 

-Corporate policy 

-Employee’s work  
Efficiency 

3.Integrity 

-Staff’s loyalty to 
organization  
 

 

+Other executives, and employees mainly agreed that 
vision/mission was put into practice 
+TMTs were the financial risk averters, prone to 
conservative style, spending with care. 
+The highest frequency of employees’ attitude to 
alignment is clear vision in communicating to all levels,  
+Creating good relationship with customers is 
everyone’s responsibility. 
+Clear in role and duty 
+Highly loyal to organization 
-Quality development, HR’s role to all has more room 
for improvement   
-Concerns also reflected in sufficient resources, levels of 
knowledge, current structure in supporting quality 
development program 

Moderate to  

rather High 

 

This  shows  the  transformation  of  vision/mission  to  policies  and  practices  is 

aligned  with  the  operations.  Additionally,  in the findings, there were some concerns 

related  to  the  translation  of  the  quality  development,  with  some  employees 

disagreeing  with  the  current  practices, human  resources  management,  and  structure 

supports. The findings are summarized as shown in Table Case 5.5. 
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5.5  Strategic Action: Organization Structure 

 

BANPU’s  organization  chart  is  presented  as  a  division  structure,  which  is 

composed of two main functional lines: operations and administration. At the top of 

the  organization  chart  is  the  CEO,  followed  by  the  COO  and  other  supporting 

functions. The COO oversees two strategic business units, coal and power. Each SBU 

focuses  on  international  operations  for four  supporting  functions:  strategy  and 

business  development,  finance,  corporate  affairs,  and  corporate  services.  There  are 

also the Internal Audit, and Company Secretary and Governance functions who report 

directly  to  the  CEO.  A  total  of  31  sub-units  are  under  the  business  units.  BANPU 

mainly has operations abroad rather than in Thailand as shown in the Group structure; 

nevertheless,  in  the  study,  the  researcher focuses  mainly  on  Thailand.    Moreover, 

during  the  office  visit,  the  researcher observed  that  there  are  many  expatriates 

working  in  the  headquarters  interested in  how  BANPU  manages  the  teamwork  to 

achieve  the  corporate  goals.  The  group  structure  of  BANPU  is  illustrated  in  Figure 

Case 5.1 as well as the BANPU’s headquarters in Figure Case 5.2. In 2008, BANPU 

has  restructured  the  strategic  business  units and  its  internal  organization  to  increase 

flexibility  in  response  to current  business  conditions  based  on  the  product  group  as 

follows.  First,  BANPU  Power  has  been  divided  into  four  departments:  1)  China 

Power  Business;  2)  Engineering  and  Project  Development;  3)  Strategic  Planning  & 

Asset  Management;  4)  Hongsa  Project.  Second,  the  Hongsa  Project  has  been 

restructured into five divisions as follows: 1) Finance and Accounting; 2) Corporate 

Service;  3)  External  Relations;  4)  Engineering  and  Construction;  and  5)  Contract 

Management. Third, the Corporate Strategic Planning Department has been restructured 

into  four  divisions  as  follows:  1)  Corporate  Planning  and  Analysis;  2)  Economy 

Research; 3) Risk Management; 4) Coal Business Planning and Analysis; Fourth, the 

Information  Technology  Department  has  been  newly  divided  into  six  divisions  as 

follows: 1) Portfolio Management; 2) Quality Assurance & IT Change Management; 

3) Demand Management; 4) Service Delivery Management; 5) Technical Operations; 

(6) Application Maintenance; Fifth, the Legal Department has also restructured itself 

into three new divisions as follows: 1) Corporate Practices; 2) International Practices; 

3) Off-shore Corporate Secretarial Practices; Sixth, the QSE Development Center has 
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also revamped its structure, which has resulted in the following new divisions: 1) QSE 

Assurance; 2) Quality System; 3) Safety System; 4) Environmental System; 5) QSE 

Management  System  Development;  Seventh, the  Procurement  and  General  Administration 

Department  is  divided  into  three  new  divisions  as  follows:  1)  Procurement;  2) 

Insurance  and  Assets  Management;  3)  General  Administration;  Eighth,  BANPU’s 

subsidiary, PT. Indo Tambangraya Megah Tbk (ITM), has been listed in the Indonesia 

Stock Exchange. 

 

 
Figure Case 5.1  BANPU’s Major Shareholding Structure  
 
 
 

 



 313
 

 

Figure:  Case 5.2 Organization Chart: BAPU Plc. 

Source:  BANPU’s Annual Report, 2009.
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As its major shareholder, BANPU set up a Board of Commissioners, consisting of 

commissioners  and  independent  commissioners  at  a  ratio  of  2:1  to  ensure  its 

transparency  and  accountability.  In  addition,  ITM  also  formed  two  sub-committees; 

namely,  the  Audit  Committee  and  the  Corporate  Governance,  Nomination  and 

Remuneration  Committee;  Ninth,  Internal  Audit  Department  has  restructured  itself 

into  two  new  divisions;  namely,  the  General  Audit  and  the  IT  Audit.  The  new 

structure  covers  the  auditing and  inspection  of  the  key  internal  control  system;  and 

Tenth, the Marketing and Logistics Department revamps its structure and sees seven 

new divisions as follows: 1) Coal Technology; 2) Marketing Commercial (Thailand & 

West  Asia);  3)  Logistics;  4)  Customer  and  Competitor  Analysis;  5)  Shipping  & 

Scheduling; 6) Planning; 7) Commercial Relations 

In  addition,  as  previously  mentioned, BANPU’s  commitment  to  be  an  active 

Asian  energy  company,  this  has  led  to  the  restructuring  of  its  entire  organization 

structure  since  mid  2008  for  the  purpose  of  effective  integration  and  synergy  in 

response to its overseas business expansion in terms of revenues, costs, services and 

long-term  business  strength.  TMT  also  elaborated  further  on  the current  structure: 

“With our business expansion, we have four main teams: strategic planning to study 

corporate direction, growth, net profit and margin for instance; business development 

to handle the potential partnerships, demographic and location investment, a technical 

team  to  focus  on  technology,  power  plants,  coal  mining,  equipment  and  so  forth; 

lastly, a legal team to oversee all the rules and regulation issues. Moreover, we also 

have  an  international  consulting  team  for  feasibility  studies.    In  addition,  to  the 

structure,  the  TMT  responded as  to  how  the  firm  operates  in  an  effective  manner: 

“Firstly,  we  must  have  a clear  structure  based  on  product  groups;  secondly,  have  a 

task-oriented focus - the workforces are arranged in order to drive tasks. Thirdly, each 

size  of  group  is  properly  designed  and depends  upon  the  business  units,  financial 

dimension, process and innovation. Finally, we also have a training roadmap for the 

individual development plan for the structure.” 
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5.5.1  Strategic Leaders: TMT Executive Profile Survey 

Strategic leaders refer to the CEO and TMT of the organization, according to 

the  human  resources  survey  of  the  company,  there  are  a  total  of  seven  executives. 

Their personal backgrounds are summarized below in Table Case 5.6.  

 

Table Case 5.6  Executive Profiles of the BANPU 

 

Education Background  Frequency % 

Overall  

Bachelor Degree 2 
             

33.3  

Master Degree 2 
             

33.3  

Doctoral Degree 2 
             

33.3  

Total 6 
             

100.0  

Field of Study in Bachelor Degree  

Engineering/Science 2 100.0 

Finance/Accounting - - 

Marketing & Sales - - 

Laws - - 

Political Science - - 

Total 2 100.0 

Field of study in Master Degree  

Engineering 2 50.0 

Management/MBA 2 50.0 

Finance/Accounting - - 

Other - - 

Total*more than 1 degree 4 100.0 

Field of study in Doctoral Degree  

Other 2 100.0 

Total 2 100.0 

 

 
Source:  BANPU’s HR Survey, 2009. 

 

According to the survey, there are six strategic leaders in BANPU, including 

the CEO (Mr. Chanin Vongkusolkit, Chief Executive Officer of BANPU), COO and 

CFO. The TMT is distributed equally in terms of education, and the majorityhave an 

engineering  background  as  shown  in Table  Case  5.6.  Even  though  BANPU  has  a 
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medium  size  team,  compared  with  the other  energy  organizations  in  SET, 

nevertheless, the top management. The CEO is also the founder and has long been in 

this industry. The profile of strategic leaders is shown in Table Case 5.7. The average 

age of the TMT executives is 52.7 years old with a minimum of 48 and a maximum of 

59 years old. All have high professional experience of an average of 28.75 years and 

have  been  in  the  company  for  over  17  years  with  the  current tenure  position  at  an 

average of 9.3 years, Nonetheless, there is much variation in the length of the work 

experiences in the company (SD =11.36) as well.  

Table Case 5.7  Descriptive Statistics of Strategic Leadership: Executive Profile of in  

                           2008-2009. 

 

Descriptive 
Statistics 

Age 
(years) 

Working 
Experience in 
the current 
position 
(tenure); 
(years) 

Experience 
in this 
Company 
(years) 

Professional 
Experience 
(years) 

min 48 1 8 25 

max 59 19 26 29 

Average  52.67  9.33  17.33  28.75 

Sum 316  56 104  107 

Standard Deviation  4.37  11.36  8.33  1.71 
 

Source:  BANPU’s HR Survey, 2000. 

 

In  the  BANPU  executive  interviews,  the  interviewees  were  asked  about  the 

new challenges and concerns for BANPU for the next five years with respect to the 

strategic leadership of BANPU. Their answers are as follows: 

 

“Our  CEO  has  had  quite  a  substantial  impact  on  our  business.  For 

instance,  Mr.  Chanin  has  been  in  this  business  quite  long  and  his 

expertise  involves  not  only  focusing on  the  technical  side  such  as 

technology,  production  process,  but  also  a  clear  understanding  of  the 

business and, is people-oriented. Therefore, if the CEO is changed, at 

the very least the new management style will more or less affects the firm. 
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BANPU is one of the biggest firms to have had its origins as a family 

business,  like  many  firms  in  Thailand.  One  of  the  key  successes  are 

their  visionary  leader  especially  the  owner  and  founder.  TMT  also 

elaborated:  “Our  CEO’s  vision  is  to  lead  BANPU  to  be  a  “Great 

Company” or “the Asian Face of Energy”, to be the representative of 

Asia in terms of product, service quality, and branding.”  

 

Like the other cases previously studied, one big issue for the firm is how they 

can  sustain  their  company  in  the  long  run. This  issue  is  addressed  through  strategic 

thinking as concurred by the TMT:  “In terms of the successor, we have a succession 

plan. It takes at least a 3-year plan in training and development to become part of the 

talented executive group. Even though this is no promise or any commitment, the plan 

will be based on the successor’s performance. The position is open to everyone either 

local or international staff.” In response to the inquiry about the typical executive that 

the CEO is looking for, the TMT unanimously took the  view: “The kind of strategic 

leader that our CEO wants is the kind of person who has a vision plans, has a result-

oriented focus, and very much takes their own initiative. Because we believe BANPU 

is  an  innovative  organization.”  They  further noted:  “This  starts  at  a  day  one  of  the 

recruiting process. Before joining us, the incumbent needs to have demonstrated their 

spirit;  they  also  need  to  be  focusing on  integrity,  care,  innovation  and  the  synergy 

philosophy as well.” 
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  Table Case 5.8  Human Resources Management of BANPU during 2006-2008. 

 

Position 2006  2007  2008 

CEO, President 1  1  1 

COO, SEVP,EVP, CFO 4  6  5 

Director 1  1  9 

Division 30  33  33 

Department 31  94  106 

Middle management 124  119  125 

General staff 287  228  202 

Total Manpower 478  482  481 

change +/-   0.8%  -0.2% 

Manpower      

Average manpower      

Division Level 15.93  14.61  14.58 

Department level 15  5  5 

Top Management Team (TMT) 5  7  6 
manpower excluded TMT 473  475  475 
avg manpower of TMT level 94.60  67.86  79.17 
Operations  349  356  350 
management levels (TM+ middle 
management) 130.0  127.0  140.0 
Span of control 3.7  3.8  3.5 

 

Source:  BANPU’s HR Survey, 2009. 
 

According to the survey, over the past three years, BANPU has expanded its 

business.  Its  total  assets  in  2005  were  worth  Bt  45,088  million  and  were  to  be  over 

Bt89,362 million in 2008 or on average 24.5% per annum. By the end of the first half 

of  2009  this  was  Bt93,167  million  (see Table  Case  5.13).  Manpower  during  2005-

2008 was quite stable, and as for the TMT headcount, this decreased by one person 

from 2007 to 2008. In terms of the span of control (operation/management level), this 

was quite stable, declining a little from 3.7 (2005) to 3.5 (2008), whilst the management 

level increased from 130 to 140, an averaged of by 2.6 % (see Table Case 5.8). The 

narrow  span  of  control  creates  high  vertical  differentiation  and  a  tall  organization 

(Robbins, 1990: 88). 
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5.5.2  Organizational Structure Analysis 

Given  the  findings,  the  management  needed  to  reevaluate  how  well  the 

strengths and weakness of the current structure fit both the intended strategy and the 

potential  opportunities  and  threats  in  the  future  environment.  The  following  study 

related to internal environment especially in the organizational structure which can be 

classified into three dimensions: complexity, formalization, and centralization. 

5.5.2.1  Complexity 

            Complexity refers to the degree of differentiation that exists within an 

organization which can be studied according to the three sub-dimensions as follows: 

1)  Horizontal differentiation considers the degree of horizontal 

separation  between  the  units  based  on  the  orientation  of  the  members,  the  nature  of 

the  tasks  they  perform,  and  their  education  and  training.  Since  BANPU’s  divisional 

structure is very diverse with many units and functions, the horizontal differentiation 

is quite high. 

2)  Vertical differentiation refers to the depth of the organizational 

hierarchy  or  in  the  structure.  Differentiation  increases,  and  hence  complexity  as  the 

number  of  hierarchical  levels  in  the  organization  increase.  In  short,  the  more  levels 

that  exist  between  top  managements  and  operatives,  the  greater  the  potential  of 

communication  distortion,  the  more  difficult  it  is  coordinating  the  decisions  of 

managerial personnel, and the more difficult it is for strategic leaders to oversee the 

actions of operatives. As shown in Table Case 5.8, the narrow of span of control (3.5) 

increases  high  vertical  differentiation  and results  in  a  tall  organization  (Robbins, 

1990: 87-89).  

3)  Spatial  differentiation  refers  to  the  degree  to  which  the 

location  of  an  organization’s  facilities  and  personnel  are  dispersed  geographically. 

BANPU has diversified its operations into several countries in overseas markets such 

as Indonesia, China, and Australia. 

In  the  survey,  the  organizational  restructure  of  BANPU  has 

several  layers  as  scattered  over  geographic countries,  with  the  headcount  of  middle 

managers currently at 125 with the change in manpower remaining quite stable (2005-

2008). The average ratio of manpower per TMT declined from around 95 (2006) to 79 

(2008)  staff  per  manager.  The  organization  structure  obviously  demonstrated  the 
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narrow span and high vertical differentiation. The conclusions are summarized below 

in Table Case 5.9. 

 

Table Case 5.9  Summary of the Complexity of the Organizational Structure 

 

Complexity Reason behind Assessment 
Level of 
complexity 

Horizontal 
differentiation 

Many numbers of official job titles in different units,  a 
high degree of horizontal separation between units based 
on orientation of members and the nature of the special 
tasks performed  

High 

Vertical 
differentiation   

Depth in the structure which is measured by the number 
of divisions and subunits; or the number of hierarchical 
levels from the top to the lowest levels of the 
organization 
 

High 

Spatial differentiation The location is dispersed geographically over several 
countries such as Indonesia, China etc. 

High 

 

5.5.2.2  Formalization  

           Formalization refers to the degree to which jobs within the organization 

are standardized and the extent to which employee’s behavior is guided by rules and 

procedures  (Robbins,  1990:  93;  Robbins and  Coulter,  2003:  263;  Mintzberg,  1979). 

Formalization  is  also  defined  as  the  extent  to  which  rules,  procedures,  instructions, 

and  communications  are  written  (Pugh  et al.,  1968:  75;  Robbins,  1990:  94).  High 

formalization is reflected in explicit job descriptions, lots of organizational rules, and 

clearly defined procedures covering work processes in organizations. The formalization 

is low and employees’ behavior would be relatively nonprogrammed. Because of the 

nature  of  the  work  of  BANPU,  the  company  has  put  an  emphasis  on  effective 

performances that are in line with quality, safety and environmental standards. It also 

focuses on indicating; assessing and managing the risks resulting from its operations 

that may occur to staff, contractors, communities and the environment as a whole. For 

instance,  in  terms  of  quality  management,  since  the  essence  of  quality  is  customer 

satisfaction,  for  the  local  business,  the  company  focuses  on  on-time  delivery  of 

products  that  correspond  to  its  customers’  needs.  The  international  quality 

management  system  standards  such  as ISO9001  and  Total  Productive  Maintenance 

(TPM) have been introduced into its production process to ensure customers’ quality 

requirements.  For  the  power  business,  BANPU  continues  to  push  for  appropriate 



 321

quality  standards  for  each operating  location,  including  Thailand  and  China.  As 

declared  in  the  press  release  on  August, 2009:  “Human  resource  is  a  vital  part  of 

BANPU’s  success.  That’s  why  we  pay  a  lot  of  attention  to  our  staff’s  health  and 

safety.  International  practices  (such  as OHSAS18001)  are  incorporated  as  a  part  of 

our  occupational  health  and  safety  development  system  in  order  to  prevent  business 

and  environmental  risks. In  2008,  BANPU  revised  its  Emergency  and  Crisis 

Preparedness and Response Plan to cover the entire corporation, including BANPU’s 

head office, group operations offices, sites and power plants in the various countries it 

operates, in order to reduce the impact on the company in case of emergency.” More 

examples  were  raised  concerning  the  implementation  of  OHSAS  policy  overseas. 

TMT  further  elaborated:  “Occupational  health  and  safety  practice  is  not  limited  to 

BANPU’s  staff  only.  In  Indonesia,  we  extend  the  practice  by investing  in  an 

environmental, health and safety management system for contractors, which is called 

the  Contractors’  EHS  Management  System.  The  system  has  been  uniquely  designed  to 

systematically reduce injuries and death resulting from work done by our contractors.”  

BANPU  has  given  importance  to  environmental  standards  and  has 

strictly  complied  with  them.  This  refers  to,  for  instance,  environmental  quality 

required  by  the  laws,  terms  and  conditions  stated  in  the  Environmental  Impact 

Assessment (EIA) report and targets set by the company to avoid environmental law 

violations and to prevent major accidents that may result in significant environmental 

effects.  The  evidence  was  also  investigated,  for  instance,  in  2008,  there  were  no 

environmental  grievances  being  filed  nor regulation  violations.  To  ensure  that 

BANPU  is  able  to  achieve  the  environmental  goals  stated  in  its  Coal  Business,  the 

company has set up the Rehabilitation Fund. Having been established since 1993, the 

Fund  receives  part  of  the  revenues  generated  from  coal sales  to  organize  annual 

environmental  activities  and  to  rehabilitate  mines  at  the  end  of  their  production  life 

cycle.  Aside  from  environmental  compliance  as  required  by  the  law,  BANPU  also 

focuses  its  energy  on  effective  resource  utilization.  This  includes  investment  in 

projects to increase energy use efficiency and to reduce greenhouse effects.  To cite 

an example, BANPU built a small-scale coal-fired power plant to substitute the use of 

diesel in order to generate power for their coal production process at the Indominco-

Bontang Mine in Indonesia. 
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In  sum,  from  the  above  findings,  to  accomplish  this  operation 

completely,  there  is  a  need  to  have  a high  standard  operation;  therefore,  the 

formalization of BANPU is evaluated as being at the ‘high’ level. 

5.5.2.3  Centralization 

            Centralization  is  concerned  with  the  dispersion of  authority  to  make 

decisions within the organization, and not geographic dispersion.  Besides this, it can 

be  viewed  more  specifically  as  the  degree  to  which  the  formal  authority  to  make 

discretionary  choices  is  concentrated  in  an  individual,  unit,  or  level,  therefore, 

permitting  employees  minimum,  input  into  their  work.  In  contrast,  the  more  that 

lower-level  employees  provide  input  or  actually  make  decisions,  the  more 

decentralization there is.  Centralization is concerned only with the formal structure, 

and  not  the  informal  organization  (Robbins,  1990:  104-106;  Robbins  and  Coulter, 

2003:  262).  Moreover,  the  organization  chart sometimes  cannot  reveal  the  level  of 

centralization  or  decentralization  because  both  of  these  structures  depend  on  the 

managerial  style  (Tippawan  Lorsuwannarat,  2003:  75).  Therefore,  the  employees’ 

opinion  towards  their  role in  decision-making  was  investigated  (as  shown  in 

Appendix  X:  Table  Case  5.A7,  items  1.14,1.15).  Of  the  respondents,  46%  of  them 

viewed  themselves  to  have  more  say  in the  decision-making,  while  the  rest  didn’t 

agree.  This  implies  that  that  BANPU  is quite  typically  in  centralization  mode.  In 

support of this assertion, the TMT referred to communication breakdown; “There are 

two  issues.  First,  the  top-down  approach.  Regarding  the  communication  from 

management,  sometimes  the  message  is  not  passed  through  due  to the    diversity  in 

business units. The other issue is that of the bottom-up approach. The commitment of 

the  staff  is  delayed  and  there  is  no  immediate  action.”    However,  the  TMT  also 

provided the reasons behind this approach: “At present, we are both centralized and 

decentralized.  During  the  next  two  years we  plan  to  be  fully  centralized  by 

incorporating strategic planning, business development, and new energy units in the 

‘One Pack, One Goal, One System’ strategy. This is to share the resources as the main 

purpose.”  According to Porter (1980, 1985), along the value chain, infrastructure, IT, 

human  resources  management,  and  procurement  functions  are  treated  as  secondary 

supports, and normally, all of these units are centralized. TMT commented: “From the 

financial perspective, it still needs to be centralized. We have a matrix structure. As 
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you  can  see,  some  functions  such  as  corporate  service,  HR,  IT,  corporate  system, 

purchasing,  quality,  corporate affairs,  technical  development,  finance,  internal  audit 

and  so  forth,  are  centralized  as  well.  As for  our  international policy,  almost  70% 

depends on headquarters such as promotion, VP assignment or movement to HQ, with 

the rest (30%) depending on the country’s decisions.” 

In sum, from the above evidence, it is obvious that BANPU has high 

formalization, high complexity and high centralization. The high formalization is due 

to  the  focus  on  the  operation  concerns  especially  for  product  quality  and  safety 

controls (Table Case 5.10). 

 

Table Case 5.10  Summary of the Variables that Affect BANPU’s Organization  

                             Structure 

 

Dimensions of 
organizational 
structure 

Finding variables that affect BAFS’ 
organizational structure 

Characteristics 

Complexity International dispersion, many   hierarchical layers, 
narrow span of control, but still have a specialization 
by functional of coal and power generation units 

High 

Formalization Strictly safety controls, emphasis on effective 
performances that are in line with quality, safety and 
environmental standards. Have procedure, rules and 
regulations of tracking systems in both operations 
and back office. 

High 

Centralization Centralized supporting functions, and moderate 
deliberation to country’s decision-making (localized 
by country) 

Moderate to 
Rather High 

 
 

In the study, the perception of BANPU is of one still in a quite stable, 

low  scarcity  (munificence),  but  still  complex  environment  (due  to  diversification 

internationally).  BANPU’s  structure  is  quite  consistent  with  the  prediction  of  Burns 

and  Stalker’s  of  a  mechanistic  structure  characterized  by  rigidity  and  stability.    In 

addition, the current structure of BANPU, in fact, was in line with what Mintzberg’s 

configuration  in  terms  of  the    “divisionalized  form”;  that  is,  the  prime  coordinating 

mechanism  in  the  divisionalized  from  is  the  standardization  of outputs,  and  the  key 

design  parameter  is  the  performance  control  system  (Mintzberg,  1993:  218).    The 

divisionalized  form  relies  on  the  market  basis  for  grouping  units,  and  calls  for  a 



 324

limited decentralization of the parallel limited vertical variety. In fact, divisionalized 

structures can turn out to be rather centralized in nature. The headquarters allows the 

divisions close to full autonomy to make their own decisions, and then monitors the 

results of these decisions. Moreover, the key part of the organization is the middle line 

(or  SBU).  This  structure  is  suitable  to  under  the  conditions  of  relatively  simple  and 

stable,  diversified  markets  to  overseas,  and  leads  to  organizational  effectiveness 

(Mintzberg, 1993: 280-281).   

According  to  the  above  analysis,  the  relationship  of the  environment 

and organizational structure of BANPU can be summarized as shown in Table Case 

5.11,  Case  5.12.  Regarding  the  impact  of all  environmental  variables  on  the 

organizational  structure  of  BANPU,  they  do  have  strong  enough  influence  on  all 

structural dimensions (only somewhat on centralization (limited decentralization). In 

addition, the real current structure was closed to the divisionalized form as predicted 

by  Mintzberg.  Therefore,  the  environment  does  seem  a  major  determinant  of 

BANPU’s structure in this regards, and will lead to the optimization of organizational 

effectiveness. 

 

Table Case 5.11  Summary of Predicted  and Real Structural Characteristics of  

                             BANPU under Stable and Predictable Environment of BANPU’s  

                             Executives by Burn & Stalker 

 

Variables 
Predicted structural 

characteristics of firm according 
to Burn & Stalkers 

Real structural characteristics of 
the firm 

Environment Stable and Predictable environment 
Stable and somewhat predictable 

environment 
Organizational 
Structure Mechanistic  Mechanistic  

Formalization High High 

Centralization High Moderate to rather high 

Complexity  High High  
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Table Case 5.12  Summary of Predicted  and Real Structural Characteristics of  

                             BANPU under Stable And Predictable Environment by Mintzberg 

 

Variables 
Predicted structural 

characteristics of firm according 
to Mintzberg 

Real structural characteristics of 
the  firm  

Environment Stable and Simple Stable and Complex 

Structure Divisional Form Divisional Form 

Formalization High within divisions High 

Centralization Limited decentralization Moderate to rather high 

Complexity  High functional High  
 
 

5.6  Relationship of Strategic Stance-Environment-Structure  

 

As mentioned in the literature review, in this research study, Miles and Snow's 

framework  is  applied  because  the  most  important  research  on  the  strategy-structure 

relationship  employed  this  framework  effectively  (Miles  and Snow,  1978;  Robbins, 

1990; Tippawan Lorsuwannarat, 2003). In the level of competitive analysis within a 

particular industry or strategic group, this strategy characteristic type is useful for the 

various competitors for predictive purposes (Miles and Snow, 1978); that is, the key 

element in Miles and Snow's strategy-structure theory is the management's assessment 

of environmental certainty. In the study of BANPU’s strategic stance, the TMT took 

the view: “We are probably a reactor type; that is, we are ready to change ourselves. 

We have restructured the organization during the last 4-5 years. We are quite unique 

and  faithful,  we  have  some  likelihood  as  “Kaewfaor  Tung  Hua-saeng  department 

stores” (please noted that, this is a traditional department with conservative operations). 

In  the  study,  the  research  found  that  the  company’s  strategy  should  be 

classified as one of a defender rather than reactor strategic stance according to Miles 

and  Snow  (1978)  because  it  offers  a  limited set  of  products  or  services  to  a  narrow 

segment  of  the  total  market.  Thus,  there  is  high  horizontal  differentiation  and 

centralized  control.  If  management  selects  a  reactor  strategy,  it  suggests  that  it 

perceives  the  environment  as stable.  But  the  firm  is  lack  coherent  strategy,  high 
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pressures  from  auditors,  inspectors  in  driving  performance  improvement.  Of  course, 

perceptions  of  environmental  certainty-uncertainty  are not  objective  interpretations. 

Managers in two organizations can face exactly the same environment and perceive it 

very  differently.    In  addition,  another finding  supported  the  notion  that  BANPU 

should have a defender strategy instead of a reactor type. According to the executives’ 

perception survey (see Table Case 5.A7, statements 1-3), two-thirds of the executives 

agreed that a prospective strategy was for exploiting opportunities and all agreed with 

maximizing profits. A half was also confirmed that innovation was the key to success. 

In  short,  it  was  quite  obvious  that  the  firm’s  main  focus  was  profitability,  but 

innovation  was  also  important.  Nevertheless,  based  on  the  above  analysis,  the 

relationship  between  the  current  stable  environment  and  the  existing  structure  of 

BANPU  supported  the  defender  strategy  as  the  one  leading  to  organizational 

effectiveness as recommended by Miles & Snow. The conclusions can be summarized 

as shown in Table Case 5.13. 

 

 Table Case 5.13  Summary of Predicted and Real Strategic Stance Characteristics of  

                              BANPU 

 

Determinant    
variables 

Predicted strategic 
types of the firm 
according to Miles & 

Snow 

Predicted strategic types 
of the firm according to 

Miles & Snow 

Real characteristics 
of the  firm  by 
strategic leaders-

TMTs 

Strategic Stance  Reactor Defender Reactor 

Goal 
Unstable  Stability and efficiency 

Environment 
Changing Stable domain 

Stable environment, 
high complexity 

Structure Division 

Formalization High 

Centralization 
 Moderate to rather 

high 

Complexity  

Loose structure to fit 
strategy; ineffective 
performance; unclear 
organization strategy 

Tight control; extensive 
division of labor; high 
degree of formalization; 

cauterized 

High (diversified to 
overseas) 

Product 

Market  

- Lacks coherent 
strategy; Pressures from 
auditors, inspectors in 
driving performance 
improvement 

- Limited product range; 
Competes through low 
cost; High quality, 
efficiency paramount 

Hybrid - both stability 
and efficiency in 
operation, cost 

leadership, diversified 
into internationally 
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5.7  Relationship of Strategic Stance and Organizational Effectiveness 

 

The last part of the study explores the interrelationship of the overall 

organization effectiveness and the strategic stance by using the Balanced Scorecard 

concept as follows: 

 

5.7.1  Financial Perspective: 

The  first  measure  related  to  financial  analysis  was  derived  by  using  the 

archived data from SET. According to BANPU’s report on financial performance, this 

can be analyzed as shown in Case 5.14. 

  The  five  key  performance  indicators  for  the  period  of  2005-2009  (using 

semiannual analysis with 2004 as the base of calculation) were compared with those 

in  the  same  power-  generating  industry  (EGCO,  BANPU,and  RATCH),  and  total 

industry  (the  seven  case  studies)  (see  Appendix  K.  Tables  K5.1  through  K5.5  and 

Table Case 5.A9) The overall computation was also readjusted by standard scores (Z-score, 

and T-score) in order to make a comparison among the companies in the energy group. 

   

Table Case 5.14  Financial Analysis of BANPU (2005-2008, and the first half of 2009) 
 

Y/E '05 Y/E '06 Y/E '07 Y/E '08 Q1 '09 Q2 '09

31/12/2005 31/12/2006 31/12/2007 31/12/2008 31/3/2009 30/6/2009

45,088.39 49,386.48 65,050.80 89,361.80 88,840.59 93,167.13

23,202.05 27,042.56 26,553.51 43,827.76 38,684.09 40,974.42

21,662.13 21,931.14 34,309.02 40,486.96 45,142.56 45,769.59

2,717.48 2,717.48 2,717.48 2,717.48 2,717.48 2,717.48

28,854.90 35,496.06 39,436.72 56,833.14 17,188.68 33,067.12

5,564.85 3,610.18 6,654.42 9,227.67 4,797.54 8,779.66

20.48 13.29 24.49 33.96 17.65 32.31

20.56 12.8 16.99 20.33 27.2 26

24.95 16.56 23.66 24.67 29.43 32.74

19.29 10.17 16.87 16.24 27.91 26.55

30/12/2005 29/12/2006 28/12/2007 30/12/2008 7/8/2009 24/8/2009

5.95 15.65 18.59 6.54 9.64 8.17

1.67 2.54 4.29 1.58 2.55 2.43

78.29 71.61 93.26 144.29 166.12 168.43

4.2 6.87 1.87 3.73 2.83 2.93

131 182 400 228 424 410

35,598.97 49,458.11 108,699.14 61,958.51 115,221.09 111,416.62

Financial Data

Assets

Net Profit Margin(%)

Statistics as of

Revenue

Net Profit

EPS(Baht)

Last Price(Baht)

Market Cap.

P/BV p

share(Baht)

Dvd. Yield(%)

ROE(%)

(Unit: M.Baht)

Period

as of

Liabilities

P/E

Financial Ratio

ROA(%)

Paid-up Capital

Equity

 
 

Source:  SET, SETSMART, 2004-2008. 
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The  findings  showed  that,  overall, during  the  1H2009  of  the  study  period 

BANPU,  the  combination  of  these  key financial  factors  was  ranked  ‘very  good’   or 

“high” (4.2 out of 5). 

 

Table Case 5.15  Financial Analysis related to Organizational Effectiveness 

 

Financial ratio PTT BCP TOP EGCO BANPU RATCH BAFS  industry

ROA (%) 1 2 1 2 5 5 2 1

ROE (%) 1 2 1 1 4 3 1 1

- D/E Ratio (times)  3 3 2 4 4 5 5 4

- Gross Profit Margin(%) 2 5 3 2 3 5 2 3

- Net Profit Margin (%)  2 5 3 4 5 5 2 5

ROA (%) very low low very low low very good very good low very low

ROE (%) very low low very low very low good good low very low

- D/E Ratio (times) moderate moderate low good good very good very good good

- Gross Profit Margin(%) low very good moderate low moderate very good low moderate

- Net Profit Margin (%) low very good moderate good very good very good low very good

COMBINATION

Financial Assessment 1.8 3.4 2.0 2.6 4.2 4.6 2.4 2.8  
 

Note:  1)  Archived data was based on SET Smart, 2004-2009 Analysis     
             2)  For Industry was based on average for 7 companies for calculating Z-Score,  
                 T-Score to   transform the raw data as a normalized score for comparison. 
            3)  Low = 1.0-2.33; Moderate = 2.34- 3.66; High = 3.67-5.0 
 

 
5.7.2  Customer Perspective: Customer Satisfaction 

Most of BANPU’s customers are power generators who need a lot of coals to 

generate  power.  They  operate  in  various  countries  such  as  Japan,  South  Korea, 

Taiwan,  China,  Malaysia,  the  Philippines,  Indonesia  and  some  European  countries. 

BANPU  also  sells  coals  to  the  cement,  petrochemicals,  pulp  &  paper,  plastic  and 

chemical  industries.  However,  BANPU  focuses  on  power  generation,  their  major 

customers, since their demands are steadily growing.  In Thailand, EGAT is the key 

main customers; thus, interviews and a survey on BANPU’s performance were carried 

out with EGAT.  

Most coal produced by the firm is already covered by long-term agreements. 

That’s why BANPU focuses on producing quality coal and delivering it according to 

the  contracts  signed  with  customers,  with  emphasis  on  after-sales  service,  on-time 

delivery,  and  responsibility  to  the  environment  and  communities.  Additionally,  in 

terms of customer’s satisfaction, BANPU has also developed the following programs 

to strengthen the relationship between the company and its customers: 
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5.7.2.1  Quality  and  on-time  delivery:  Due  to  BANPU’s  long-term 

relationships with its customers and its ability to show customers that the company is 

accountable  for  all  the  obligations  it  has  with  its  customers,  and  whether  it  is  the 

quality  that  responds  to  their  needs, quantity  and  on-time  delivery.  So  far,  the 

company has been trusted by customers who continue to buy imported coal from the 

firm. 

5.7.2.2  Reserved Products, Inventory Management:  BANPU has coal 

reserves  of  its  own  in  Indonesia  and  this  has  created  reliability  in  terms  of  delivery 

from  its  customers’  viewpoints.  The  company  is  therefore  quite prepared  in  signing 

both  short-  and  long-term  agreements  with  customers.    Besides,  the  company 

continues  to  place  priority  on  its  long-term  customers  by  seeking  additional  coal 

reserves to ensure that these customers will have continued and adequate supplies of 

coal.  In  addition,  BANPU  also  dispatches  both  technical  and  marketing  teams  to 

maintain its relationships with valued customers. 

5.7.2.3  Strategic  Alliances:  The  company  creates  strategic  partnerships 

by  using  its  agents  to  reach  out  to  new  customer  bases  and  to  ensure  that  existing 

customers are well taken care of. 

5.7.2.4  Excellence in Logistic Supply:  The company has set up a coal 

distribution  center  where  coal is  stored  before  being  distributed  to  customers.  The 

center is set up to reduce BANPU’s burden in managing the stockyard as well as to 

reduce customers’ costs in managing their stock inventories. In addition, the center is 

also used to improve BANPU’s coal quality by screening size and heating values to 

suit the unique needs of each customer. The company focuses on the on-time delivery 

and  quality  control  of  its  coal  to  meet  the  customer’s  terms  and  conditions,  and 

operation control to be in compliance with environmental requirements and to reduce 

impacts  to  nearby  communities.  This  is to  ensure  customer  confidence  in  the 

company’s long-term delivery. 

5.7.2.5  For  locally-produced  coal,  BANPU’s  locally-produced  coal 

prices are bound under long-term agreements and most have already been agreed with 

its major customers. For retail customers, the sales prices of coal will likely move in 

the  same  direction  as  coal  prices  in  the  world  markets  where  purchasing  prices  are 

determined on an annual basis. 
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5.7.2.6  For Imported coal, sales prices of imported coal are based on 

the world market mechanisms. This largely depends on the period coal is offered to a 

customer  -  an  agreement  with  a  customer may  either  be  signed  each  time  coal  is 

delivered or for a year or more than a year depending on the customer’s requirement. 

Since BANPU also transports imported coal to customers, most of the offered prices 

also include freight. The company signs an agreement to rent enough ocean liners to 

deliver the coal within the period stated in the agreement. 

Additionally,  for  the  power  business,  BANPU  continues  to  focus  on 

Customer  Relationship  Management  (CRM)  for  customers  in  both  the  public  and 

private sectors. This includes the local power authority, which remains the only buyer 

of its power, and other steam customers. The company monitors customer satisfaction 

and  maintains  a  good  relationship  with  local  governments.  Through  its  cooperation 

and  support  to  the  local  authorities,  BANPU  is  recognized  as  a  model  company 

wherever it operates. This can be clearly seen from the fact that both the company’s 

steam  customers  and  the  local  government  agreed  and  strongly  supported  the 

company in increasing the steam price as a result of a higher coal price of during the 

past  year  of  2008.  Finally,  for  corporate society  responsibility,  the  executives 

elaborated: “To be a good citizen, we have to live with the community. Communities 

have to grow with the company, we have to survey society’s opinions at all levels and 

we have rehabilitating funds for communities. The money is derived by each ton sold. 

The  funds  will  have  alleviated  for  community,  help  training  for  career,  occupation 

development, even when BANPU is not there, they can stand up by themselves.”  

In  the  customers’  survey  (Appendix  X:  Table  Case  5.A9),  the  main 

respondents were mainly male (70%), over 30 years old, with high caliber experience 

of over 10 years (90%) in work, and 60%, 10%, and 20% with over 11-15, 16-20, and 

over 16 years of professional experience respectively. In addition, the customers were 

mainly in procurement (60%) or power purchasing.  Based on Table Case 5.A10, the 

evaluation  was:  products/  service,  staff  service,  process  and  facilities,  and  overall 

evaluation.  The  majority  of  customers  evaluated  the  customer  satisfaction  survey 

from a range of somewhat agreed to strongly agreed; for instance, in terms of product 

/service  quality,  brand  name,  reliability,  satisfaction  was  very  high  (70-80%).  This 

was  also  aligned  with  high  satisfaction  with  process  and  facilities,  information,  and 
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capable staff. The customers also showed a high intention to recommend the company 

to  other  clients  and  agreed  that  the  company  was  one  of  the  first  choices.  Slight 

concerns  were  shown  about  the  new  initiatives  of  products/services  from  BANPU. 

The  performance  was  quite  one  viewed  as  high  satisfactorily  (statement  4e,  scored 

4.0). Given the above findings, the overall customer satisfaction index was evaluated 

as “high” (3.88 out of 5).  

 

5.7.3  Internal Process 

Besides  the  in-depth  interview,  the  survey  of  employee  attitudes  towards  the 

internal process, and learning and growth perspectives also verified the situation. As 

mentioned  in  the  previous  section  on  the  of  employee’s  survey,  the  company 

commitment  is  declared  clearly  in  providing  their  employees  with  improvement  in 

training  and  development  and  learning  and  growth.  In  the  study,  the  staff  were 

unanimous  in  saying:  “At  BANPU,  we  have  ‘Performance  Management’  for  each 

individual  who  needs  to  achieve  within  one  to  five  years  direct  appraisal  by  his 

supervisor.  We  have  specified  KPIs  and  the  evaluation  needs  to  be  frankly  accurate 

with no bias. We believe the one who can pass through the process to be part of the 

leadership must have these properties of integrity and performance, have both internal 

and external auditors. A cross-functional KPIs, even we do not believe in 360-degree 

concepts, but we are quite confident of the way performance appraisal is made, with 

transparency,  measurements  in  a  fair  basis. This  will  definitely  lead  to  an  effective 

evaluation  of  the  company.”  When  asked  about  integrity  and  how  to  control  of  this 

corporate  governance,  the  TMT  commented:  “In  terms  of  Corporate  Good 

Governance,  I  would  like  to  rated  the  scale  10  (out  of  10),  as  mentioned  for  both 

internal  and  external  audits.    Moreover,  for  complaint  and  suggestion  systems, 

everyone can do this by sending the messages to TMT via e-mail or other channels; 

we show NO compromise when it comes to fraud”.  

In  the  study  related  to  internal  process,  there  are  four  perspectives:  safety 

index,  total  quality  index,  employee’s  efficiency,  and  loyalty  to  organization.  The 

first can obviously be seen from the archived records on the safety of the firm. As it 

is  the  energy  business,  less  accidents  or  none  at  all  are  key  success  factors,  so  the 

evidence  here  indicates  ‘high’  effectiveness.    For  the  other  three,  the  researcher 
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conducted  a  survey  via  questionnaires  related  to  their  employees’  attitudes  towards 

these measures. According to Table Case 5.A7, the finding showed that the employees 

agreed  that  the  total  quality  management program  such  as  the  corporate  goals  and 

work  plan  development,  working  process  and  responsibility  changes  were  highly 

recognized, and that these were working very well (statements 1.3, 1.4, 1.6). A moderate 

performance was indicated in terms of resources sufficiency, the knowledge of staff 

in  the  current  organizational  structure:  human  resources  management  aiding  the 

quality development program was rated quite moderate to rather low (statements 1.5 

1.7,1.8,1.9). In sum, there is room for improvement in this quality development area. 

In addition, referring to Table Case 5.A8, in the previous analysis of employee 

efficiency  and  work  commitment  and  loyalty  to  the  organization,  the  findings 

showed that the employee’s roles and responsibilities and work efficiency were seen 

as  being  linked  to  the  organization’s success  (statements  2.1  through  2.5).  This 

evidence  confirmed  a  ‘high’  result.  However,  the  scores  in  terms  of  understanding 

their  line  managers,  self-adjustment  to  cope  with  the  assignments,  and  limited 

initiatives were shown to be of moderate concern (statement 2.3). Moreover, this led 

to their high commitment as addressed in the loyalty to their organization (statement 

3.1  through  3.4).  In  sum,  from  the  above  evidence,  the  overall  evaluation  of  these 

measures was rated as “high” (3.68 out of 5). 

 

5.7.4  Learning & Growth 

In the study of the organizational effectiveness measures of the last dimension, 

the researcher reviewed the survey of the employee attitudes, as well as the interviews 

of the executive management team, relating to training and development, career path 

development  and  their  satisfaction  (see  Table  Case  5.A11).  The  findings  are  as 

follows: 

As regards training and development, the survey shows that one-third (36%), 

rating quite moderate to rather low. They were somewhat satisfied with their training 

and  development.  Also,  they  have  some  concerns  in  getting  training  enough  for  the 

job. This is because they received training over the past years with a strong increase in 

having the opportunity to learn and develop themselves and work as teams to tackle 

issues (statements 4.1,4.2,4.3, 4.4). This figure implied that the employees have been 
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trained fairly in line with the TMT’s comments in the interview.  When considering 

career  development,  almost  two-thirds  of employees  tended  to  somewhat  agree  that 

they had the potential to grow with support from the organization in their initiatives 

(statements  5.1,  5.2,  5.3).  Nevertheless,  almost  one-third  worried  about  their  job 

security and felt they had less chance to demonstrate an outstanding job in the current 

role  (statements  5.4,  5.5).  One-third  agreed that  their  supervisors  supporting  them 

taking  initiative  and  oversaw  their  performance,  whilst  almost  one-fifth  (18  %) 

disagreed (statements 5.2-5.6). 

In terms of employee satisfaction (Table Case 5.A12), the survey showed that 

almost two-thirds of the staff respondents were mainly proud of their responsibilities, 

and were satisfied with their present work (statements 6.1, 6.3). However, the figured 

declined in showing job boring in the same position (statement 6.2). Over half (56%) 

agree that the job was appropriate to their capabilities (statement 6.5). Opinions varied 

to  some  degree  on  certain  issues  such as  job  boredom,  current  work,  and  job 

appropriateness, from quite moderate to rather high. Also 40% were concerned about 

office politics (statements 6.2, through 6.6). 

In the last part of the survey, the employees were mostly satisfied and agreed 

with  (80-90%)  the  company’s  CSR  program  in  terms  of  social  responsibility, 

corporate role, community support programs, and products & services (statements 7.1 

through  7.5).    None  showed  disagreement.  Overall,  they  were  mainly  moderate  to 

rather  high  in  their  agreement  with  the organization’s  operations  (overall  mean  4.0; 

SD  0.64,  alpha  0.9658).    In  sum,  from  the  above  evidence,  learning  &  growth  was 

assessed as “moderate” (3.32 out of 5). 

 

5.7.5  Organizational Effectiveness Measurements 

According  to  the  study,  when  combining  all  four  measures  by  the  balanced 

scorecard concept, and applying the composite index factors by Best Practices, LLC 

(Kaplan and Norton, 2001: 375-376), the computation was 3.76 out of 5.  This figure 

implied that BANPU’s organizational effectiveness during the first half of 2009 was 

‘high’.  From  the  above  findings,  the  degree  of  strategic  stance  towards  the 

organizational effectiveness of BANPU can be summarized as shown in Table Case 

5.16. 
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5.8  Summary 

 

In the case study of BANPU, the following can be summarized: 

5.8.1  There  is  an  interrelationship between  the  external  environment 

condition  and  organizational  effectiveness. The  finding  shows  that  for  the  ‘general 

environment’,  the  company’s  executives viewed  the  ecology/environment  climate 

condition  as  having  high  impact  on  organizational  effectiveness,  followed  by  the 

socio-cultural  condition  which  was  of  moderate  concern  due  to  the  diverse  cultural 

contexts of their diversification strategy overseas. 

 

5.8.2  For the ‘task environment’ condition, the key conditions are government 

policy and financial/SET. The environmental condition was assessed by the executive 

team  as  being  quite  stable  and  complex  (diversification  overseas),  with  high 

munificence.  

 

5.8.3  BANPU’s  strategic  leadership  is  rated  as  “high”  due  to  the  strong 

experience  of  the  top  executive  management  and  the  clear  communication  of 

vision/mission  throughout  the corporation.  Nevertheless, there  exists  a  wide  gap 

among  the  ranges  of  the  strategic  leaders  and  a  succession  plan  is  required; 

recruitment of new talent is required either domestically or internationally. 

 

5.8.4  The organizational structure has been assessed as ‘high’ in complexity 

due  to  its  geographically-dispersed  operations  in  Indonesia,  China,  as  well  as  the 

company’s  high  formalization  and  ‘highly’  centralized  control.  A  succession  plan  is 

recommended. 

 

5.8.5  From  the  assessment  of  strategic  leadership,  it  is  believed  that  the 

environment  is  in  high  complex,  but  stable with  the  current  organizational  structure 

being  in  divisional  form  with  high  formalization,  high  complexity  and  moderate  to 

rather  high  centralization.  The  company’s operations  focus  on  cost  leadership  and 

they  have  diversified  to  overseas  to  reduce  the  risk  of a  shortage  in  supply  of  raw 

materials. This relationship matches that of the mechanistic type mentioned by Burns 

and  Stalkers,  and  is  in  line  with  the  mechanistic  as  predicted  by  Mintzberg’s 
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configuration  structure.  Therefore,  the  environment  conditions  seem  a  major 

determinant of BANPU’s structure in this regard and will lead to the optimization of 

organizational effectiveness.  

 

Table Case 5.16  Summary of Organizational Effectiveness of BANPU 

 

Variables  Measures Levels Scores  Interpretation  of 

Organizational 

effectiveness Level 

Financial -Return on Assets 
(ROA) %;-Return 
Equity (ROE) %;-
Gross Profit Margin 
(%); - Net Profit 
Margin (%)  

Achieved data from Stock 
Exchange Market, a time series 
during 2005-1 half of 2009,  based 
on the 2004 as the base index, 
standard score adjustment for Z-
Score, and T-score and average for 
seven companies as the industry 
average 

4.20  High 

Customer 
Satisfaction 

-Customer Satisfaction 
Index 

An assessment from customers 
survey 

3.88  High 

Internal 
Process 

-Safety  index 
(achieved data) 
-Total quality 
index(item 1.3-1.9) 
- Employees Efficiency 
and commitment (item 
2.1-2.5) 
-Loyalty to 
organization (item 3.1-
3.4) 

-Quality, Safety and Environmental 
Management Awards, such as 
OHSAS18001, ISO) in both 
Thailand, Indonesia 
- BANPU had received Top 
Corporate Governance Report 
Awards 2008 
- BANPU got awards in 
recognition  
of management excellence  
and other areas of  corporate 
achievement 
-A combination of survey of 
internal process 

3.68  High 

Learning 
& Growth 

-Training & 
Development (item 4.1-
4.4) 
-Career Development 
opportunity (item5.1-
5.6) 
-Employee satisfaction 
index(item 6.1-6.6) 
 

A combination of survey training 
& development, career 
development, and employees 
satisfaction index 

3.32  Moderate 

Overall 
Composite 
Index 

Summation of four 
measures 

A combination of four factors 
0.167*(Finance +Customer + 
Learning & Growth)+ 0.5* Internal 
Process)  

3.76  High 

 

Note:  For financial measure 
           1)  Archived data was based on SET Smart, 2004-2009 Analysis     
           2)  For Industry was based on average of 7 companies for calculating Z-score,  
                T-score to transform the raw data as a normalized score for comparison. 
           3)  Low: 1.0-2.33; Moderate: 2.34-3.66; High: 3.67-5.0 
           4)  Statements or items, please see details in Appendix X 
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5.8.5.1  For the strategic stance, with the perceptions of environmental 

certainty, and the strategic leadership of the conservative type, BANPU’s organization 

structure  is  divisional;  SBU,  high  formalization,  high  centralization,  still  stringently 

controlled in safety, and cost effective which requires stability and structural characteristics 

with Miles and Snow’s defender rather than reactor typology. 

5.8.5.2  Even  though  in  the  first  quarter  of  2009,  BANPU  revealed  a 

very  strong  financial  performance.  In  addition,  with  the  current  environment-

structure-strategic leadership-strategy, the customer satisfaction, and internal process 

were  evaluated  as  highly  effective;  yet  a  limitation  was  shown  in  the  learning  and 

growth  which  was  internally  evaluated  as ‘moderate’  level.  However,  as  a  result, 

overall organizational effectiveness was also assessed as ‘high’.  
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CASE STUDY No. 6  POWER GENERATING (ELECTRICITY) 

 

Ratchaburi Electricity Generating Holding PCL. (RATCH) 

 

The  Ratchaburi  Electricity  Generating  Holding  PCL.  (RATCH)  is  the 

youngest  enterprise  in  this  study  of  the  energy  industry.  It  has  the  state  enterprise 

Electricity Generating Authority of Thailand (EGAT) as the main shareholder. Within 

the last decade, the company has thrived every year even during the economic crisis. 

For  instance,  in  2008,  all  business  encountered  the  global  financial  crisis  which 

affected gross domestic product growth and business and industrial expansion. At the 

end  of  2008,  the  company  had  made  a  net  profit  of  Baht  6,493  million  (11.4% 

growth), including retained earnings of Baht 24,943 million which clearly reflect its 

strong  financial  health  in  creating  confidence  among  its  stakeholders.  The  company 

was  also  able  to  maintain  its  credit  rating  of  AA-  evaluated  by  the  TRIS  Rating 

Company Limited, the same as the previous year.  

 

6.1  Company Overview 

 

Ratchaburi Electricity Generating Holding Public Company Limited (RATCH), a 

leading investment company in the power generation business, was founded on March 

7,  2000,  following  the  cabinet’s  approval  on  November  30,  1999.  The  cabinet 

approved  the  fund  mobilization  plan  for  Ratchaburi  power  plant  project  through  the 

initial public offering of 580 million common shares of the company in October 2000. 

Currently, the company is a listed company and is registered on the Stock Exchange 

of  Thailand  (SET)  using  the  stock  symbol  of  “RATCH”.  The  company’s  major 

shareholder  is  the  Electricity  Generating Authority  of  Thailand  (EGAT),  holding  45 

%  of  the  company.  At  present,  the  company  has  a  total  installed  capacity  of  3,995 

MW,  derived  from  its  current  commercial  operating  power  plants.  Moreover,  the 

company has many ongoing projects both locally and overseas, which can enhance its 

total installed capacity to 4,500.50 MW in the near future. In addition, a substantial 

portion of the total proceeds raised were invested in Ratchaburi for the acquisition of 

the  Ratchaburi  power  plant.  Also  during the  year,  the  Ratchaburi  Electricity 
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Generating  Company  was  established  and  the  Ratchaburi  Energy  Company  was 

established in 2001. In the following year, the company acquired Banpu Gas Power 

and renamed it Ratchaburi Gas, in order to take a 37.5% stake in the ordinary shares 

of  Tri  Energy.  In  2003,  Ratch  Udom  Power  was  established  to  invest  in  Ratchaburi 

Alliances  and  other  power  generation  businesses.  Ratchaburi  Alliances  was 

established to take a 25% stake in the ordinary shares of Ratchaburi Power at and in 

other businesses in 2004 (see Appendix X-RATCH). 

 

6.1.1  Sources of Revenue 

One of the sources of revenue of RATCH was comes from selling electricity 

to the Electricity Generating Authority of Thailand (EGAT) under the 25-year Power 

Purchase Agreement. The fundamental income structure under the Ratchaburi Power 

Plant’s Power Purchase Agreement is divided into two parts as follows: 

6.1.1.1  Availability Payment (AP) 

Availability  Payment  is  set  to  cover  all  investments,  including  loans, 

loan  interests,  shareholders’  return, and  fixed  operating  expenses,  such  as 

maintenance expenses and management expenses. Generally, the AP depends on the 

power  plant’s  ability  to  generate  and  distribute  electricity  according  to  EGAT’s 

requirements.  Additionally,  the  AP  is  one of  the  key  success  factors  of  the  power 

generating business as it reflects certain sources of revenue. 

6.1.1.2  Energy Payment (EP) 

Energy  Payment  is  received  when  power  is  generated  and  distributed 

to  EGAT’s  grid  system.  It  comprises  1) Fuel  Payment  2)  Variable  Operating  and 

Maintenance  Payment  In  addition  to  income  from  electricity  sales  by  Ratchaburi 

Power  Plant,  the  company  also  earns  revenue  from  electricity  sales  from  the  1.75 

megawatt Natural Resource Enhancing Project-Pratu Tao located in Kong subdistrict, 

Kong  Krailat  district,  Sukhothai  province, which  is  operated  by  Ratchaburi  Energy 

Company Limited. The income is derived from the sales of electricity generated from 

associated  gas  which  is  a  by-product  of  oil  refining  from  the  Pradu  Thao-A  rig  to 

EGAT.  

 

 



 

 
339

                      
    
Figure Case 6.1 RATCH’s Shareholding Structure  

 

6.1.1.3  Other Incomes 

The company also has other incomes from its affiliated companies as 

follows: 

1)   Tri  Energy  Company  Limited;  a  50%  stake  is  held  by 

Ratchaburi Gas Company Limited and Ratchaburi Power Company Limited (in which 

Ratchaburi  Alliances  Company  Limited  holds  a  25%  stake).  Both  companies  are 

affiliates  whose  electricity  sales  comprise  Availability  Payment  (AP)  and  Energy 

Payment  (EP),  similar  to  those  of  Ratchaburi  Electricity  Generating  Company 

Limited. 

2)   Chubu Ratchaburi Electric Services Company Limited: the 

company holds a 49.99% stake. The company  generates  income from  operating  and 

maintaining the power plant service. It has a 14-year contract, starting from the power 
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plant  commercial  operation  date  with  Ratchaburi  Power Company  Limited.  Ratchaburi 

Power  Company  Limited  has  two  blocks of  700  megawatts  Combined  Cycle  Power 

Plant that started commercial operations on 1st March 2008 and 1st June 2008. 

 

6.1.2  Industry Overview of Power Consumptions 

 On  21st  April 2008,  Thailand’s  power  demand  hit  its  peak  at  22,568 

megawatts, which was 18 megawatts lower than the previous year. Of this, 8,897.31 

megawatts belonged to EGAT, representing 37.2 %, while 11,451.59 megawatts were 

purchased from independent power producers (IPP), which is 50.7 per cent of the total 

generating  capacity.  In  addition,  2,079.1  megawatts  or  9.2%  of  the  total  generating 

capacity  was  purchased  from  small  power producers  (SPP),  and  640  megawatts  or 

2.8%  of  the  total  generating  capacity  was  purchased  from  overseas  producers.    The 

total  installed  capacity  of  the  entire  power  system  in  April  2008  was  29,964.25 

megawatts, and the total reserves were 32.7 per cent of the total generating capacity 

during the peak period. 

6.1.2.1  Thailand’s Energy Policy 

The  essence  of  the  government’s  Energy  Policy  (EPPO)  proposed  to 

the Parliament on 7th October 2008 is as follows: 

1)  To  enhance  electricity  security  to  ensure  sufficient  supply 

to support the country’s development and national energy independence as well as the 

people’s  quality  of  life.  The  government  will  focus  more  on  exploring  energy 

resources in the country and increase local production of energy. Relationships with 

neighboring  countries  will  be  strengthened in  terms  of  energy-related  cooperation 

plans.  The  government  will  also  invest  in  the  energy  business  in  overseas  markets, 

formulate an electricity production plan that best suits the country’s current economic 

conditions, and study alternative energy choices that require advanced technology in 

order to support the government’s decision. 

2)  To  promote  energy  price  stability  and  regulation  to  best 

address  the  volatile  global  energy  market,  current  economic  and  investment 

environment. The government will set an energy price structure that best reflects the 

actual  costs  and  is  fair  to  the  public,  which  will  encourage  more  competition  and 

investment  in  the  energy  business.  The government  will  also  regulate  the  industry 

effectively in order to ensure high quality business, service and safety. 
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3)  To  promote  ongoing  alternative  energy  research  and 

development  by  putting  alternative  energy  on  the  national  agenda  with  a  focus  on 

biofuels,  such  as  gasohol  and  biodiesel.  The  government  will  promote  the  use  of 

natural  gas  in  public  transport,  high  potential  renewable  energy  production  in  the 

country, and set promotional measures for appropriate alternative  energy  production 

and  usage  that  are  attractive  to  both  producers  and  consumers  while  reinforcing  the 

balance between food, energy and environment. 

4)  To  seriously  and  continuously  promote  energy  saving  and 

conservation  through  campaigns  for  energy  saving  among  the  general  public.  The 

government  will  also  promote  energy  usage  efficiency  through  energy-saving 

building  standard,  energy-saving  consumers,  electrical  product  standards,  public 

transport  systems,  goods  transport  management,  electric  train  and  rail  systems  in 

order to reduce fossil fuel dependence, thus reduce pollution and traffic in the city. 

5)   To promote the development, production and use of energy  

parallel  to  environmental  conservation  by  introducing  energy  production  and  fuel 

standards  in  order  to  reduce  the  impact  on  the  environment.  The  government  will 

encourage  global  warming  reduction  efforts  by  promoting  the  Clean  Development 

Mechanism (CDM). 

6.1.2.2  National Power Development Plan:  

The  National  Energy  Policy  Committee  approved  the  PDP  2007 

Revision1,  effective  since  January  2008.  The plan  aims  at  a  reduction  in  power 

purchase from IPPs and an increase in purchase from neighboring countries. In 2021, 

the total generating capacity will be 58,200 megawatts, including 25,090 megawatts 

(43.1%)  from  EGAT,  18,306  megawatts  (31.5%)  from  IPPs  and  SPPs,  and  14,804 

megawatts (25.4%) will be purchased from neighbor countries. Reserve is 16%. Since 

the current volatile economic situation may significantly increase generating capacity 

reserve,  the  government  has  assigned  the  Energy  Ministry  to  review  the  Power 

Development  Plan  to  best  address  the current  economic  development  as  already 

mentioned in the “Future Projects” section (see Appendix X Table Case 4.A4, Case 

4.A5). 

In  2008,  RATCH’s  total  generating  capacity  was  4,181  megawatts, 

representing  14  per  cent  (compared  to  the total  industry’s  generating  capacity  of 
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29,891.65  megawatts).  This  includes  3,481  megawatts  from  Ratchaburi  Electricity 

Generating Company Limited, 350 megawatts from Tri Energy Company Limited and 

another 350 megawatts from Ratchaburi Power Company Limited, detailed in Table 

C6-5  (excluding  the  1.75  megawatts  generating  capacity  from  the  Natural  Resource 

Enhancing Project Pratu Tao - which is produced and sold to EGAT under the non-

firm  power  purchase  agreement  with  small  power  producers.)  The  company  has 

prepared for more intense competition by increasing the efficiency of production cost 

management, human resource management, information technology development and 

seeking new production resources. These measures will help the company maintain its 

profitability and growth potential. 

 

6.2 External Environment Conditions 
 

6.2.1  Organizational Responses to ‘General’ Environmental Change  
 

In  the  study  of  external  environment,  the  researcher  employed  the  principal 

research methods of in-depth interviews; survey of the key informants especially for 

the  top  executive  team  (TMT)  of  the  firm  to  provide  the  insights  from  their 

perspectives. 

6.2.1.1  Response to Political Environment condition:  

The first main factor of the survey is to learn about the relationship of 

the political condition in the country towards the firm’s operation. On this topic, the 

TMT explained: “Basically, in the power-generating business, it has some limitations: 

we need to analyze demand and supply of the electricity and the government policy; 

for instance, the government plan of opening new power producers (IPPs, and SPPs) 

which normally is done for every 5 years by EGAT’s future project study. We’ve to 

capture this opportunity.” The local electricity generating industry is part of the basic 

infrastructure sector under the supervision of the National Energy Policy Committee, 

the Ministry of Energy, and the National Energy Regulatory Board. The government 

encourages  competition  in  the  electricity  generating  business  through  various 

measures.  The  Energy  Ministry  has  ensured  a  sufficient  supply  of  natural  gas  for 

electricity generating that meets with power purchase demand while calling for bids 

for  long-term  power  generation  and  purchase.  These  measures  encourage  investors 
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from other industries and countries to compete in the bid.  High competition is now 

increasing in the country (see Appendix: Table Case 6.A5 of Generating capacity and 

producers in Thailand).  However, one strategic approach is to diversify overseas. For 

RATCH, the Thai operation is still the main core business, as expressed by TMT: “In 

some  cases,  we  have  to  grow  and  fulfill  domestically  before  expanding  overseas.” 

Moreover,  to  expand  overseas,  the  company has  to  confront  risks  from  regulatory 

changes  in  these  countries.  TMT  elaborated:  “Being  diversified  internationally,  we 

have  to  conduct  the  risk  management  study.  What  type  of contract  to  have  with  the 

government?  If  it  is  all  quite  reasonable and  clear  in  the  feasibility  study,  it  will 

become  our  top  priority;  nonetheless,  this still  means  we  take  a  high  risk  in  the 

bidding  competition.    The  good  point  is  that  dealing  with  a  government  contract 

makes us get certain revenues, reducing risk, if possible.” 

6.2.1.2  Response to economic environment condition:   

Basically,  the  economic  condition  is one  of  the  crucial  forces  that 

directly  affects  the  firms  in  the  power-generating  and  petroleum  industry  such  as  in 

the case studies of PTT, Bangchak, ThaiOil, and EGCO. This also appeared true for 

RATCH  as  well.  This  is  reported  in  the  corporate  annual  report:  “Future  electricity 

demand  depends  on  the  country’s  domestic  economic  growth”.  For  instance,  the 

economic crisis in 2008 seriously affected electricity demand and the Energy Ministry 

planned to reduce future power demand. These factors have a high impact and are out 

of the company’s control. The government’s policy to open bids to purchase limited 

amounts  of  electricity  and  to  encourage competition,  especially  from  foreign 

companies  with  financial  strength,  advanced  technology  and  experience,  also  have 

strong impact on the industry. It is likely that the government will not call for bids to 

purchase  electricity  from  large  private  electricity  generating  firms  in  the  next  five 

years.  This  factor  significantly  affects the  RATCH’s  investment  target,  and  the 

company  may  seek  more  investment  in  the overseas  market.  At  the  same  time,  risk 

management  related  to  investment  will  have  to  be  reinforced  through  close 

monitoring  of  the  government’s  policy  and economic  development  in  order  that  the 

company can formulate appropriate and timely risk management plans. The findings 

show that the economic environment condition is a moderate to rather high concern. 
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6.2.1.3  Response to Socio-cultural Environment:   

In terms of the social-cultural perspective, the survey findings showed 

a  few  concerns  as  RATCH’s  main  business is  still  based  in  Thailand.  The  business 

still  focuses  on  business-to-business  and does  not  involve  the  consumer  directly; 

nevertheless, regarding this socio-cultural condition, TMT pinpoint some details: “In 

terms  of  the  number  of  population,  the more  it  increases,  the  higher  demand  for 

electricity consumption, so the level of the age of the population has no effect. There 

are  some  limitations  such  as  cultural  changes,  for  instance,  the  adaptation  to  the 

western lifestyle behavior changes such as using computers, games, air conditioners, 

and so forth. This implies higher electricity consumption will follow; however, all of 

these are definitely depend upon EGAT’s forecasting. For us, our operation feels very 

little impact.” 

6.2.1.4  Response to Technological Environment:   

In the technological concern, since the staff and top management team 

mainly  come  from  EGAT  who  are  a  professional  organization  in  this  electricity 

generating  fields;  therefore, in  this  area  there should  be  no  high  impact.  Also,  the 

company  also  has  subsidiaries  taking  care  of  the  operation  and  maintenance  of  the 

power  plant  service (e.g.  Chubu  Ratchaburi  Electric  Services  Company  Limited,  in 

which the company holds a 49.99% stake). Upon being asked about the effect of the 

technology  environment  to  the  organization,  TMT  responded:  “In  this  world  the 

technology  builders  are  quite  few  (for  instance,  GE,  Mitsubishi);  therefore,  for  the 

number of plants especially for the builder, they normally join together. Thailand does 

not have their own technology. Right now, China is more progressive in technology 

invention  and  it  has  high  influence  in  entering  to  other countries  such  as  Laos,  for 

instance.”  The  interviews  of  the  EGAT’s  executives  about  the  power-generating 

technology reviewed a similar viewpoint: “We are not a country where technology is 

developed. Once investment has been made, we just build based on the know-how. It 

is a long-term operation, Thailand is an expert in O&M (operation and maintenance). 

From the above evidence, the executives believed that technology should be assessed 

as having a ‘low’ impact on the effectiveness of the firm. 

6.2.1.5  Response to Ecological Environment:  

In  the  study,  greater  attention  has been  placed  on  the  role  of  the 

external environment especially for the ecological linkages to the firm’s effectiveness.  
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In this regards, the RATCH has given high priority to the risks related to commercial 

operations because of the direct impact on its income and profit. Major risks related to 

the operations and management under long-term agreement with business partners are 

Available  Payment  (AP)  risks,  efficiency  of  machinery,  maintenance,  quality  and 

quantity of fuel, political and legal risks, and the volume of water used in production, 

excessive  waste  and  accident  insurance. The  company  allows  some  impact  within 

accepted  levels.  According  to  RATCH’s safety  record  in  2008,  the  company 

continuously  adopts  strict  safety  measures  to  control  and  prevent  work-related 

accidents  within  the  power  plant,  including  the  electricity  generating  and  general 

areas.  There  is  a  solid  evidence  to  support their  safety  record;  for  instance,  in 

November 2008 the Ratchaburi Power Plant celebrated a new milestone as it achieved 

2,500,000  man-hours  with  no  accident.  This implies  the  organization  has  very 

effective controls.  

Moreover,  RATCH  also  implemented  various  measures  to  create 

safety  awareness  among  those  who  work  in  the  Ratchaburi  Power  Plant  and 

encourage  them  to  realize  the  benefits  from  workplace  safety  to  themselves,  the 

organization  and  their  families.  This  implies  that  RATCH  focuses  on  “safety”  and 

excellent  internal  process  in  this  operation.  For  instance,  the  major  activities  are  as 

follows:  

1)  Controlled  and  checked  safety  and  workplace  security, 

equipment,  fire  extinguishing  equipment,  water  pump  and  other  fire  prevention 

equipment; security checks on people, vehicles and assets being transported in and out 

of the controlled area; and searched people, vehicles or assets in case of suspicion 

2)  Provided  all  concerned  persons  with  training  in  order  to 

review  training  rules  for  specific  work  and  areas;  provide  training  for  trainees  and 

subcontractors who have to work in the Ratchaburi Power Plant so that they are aware 

of and fully comply with rules 

3)  Organized  emergency  training,  fire  drill  and  rescue  for 

level-3 crisis at bunker oil storage, Thermal Power Plant. 

4)  Organized  emergency  training,  fire  drill  and  rescue  for 

level-1  crisis  in  each  department,  for  level-2  crisis  in  the  Thermal  Power  Plant  and 

Combined Cycle Power Plant 
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5)  Checked and assessed risks of damage to people, assets and 

environment.  The  Company’s  Committee  on  Workplace  Health  and  Safety  also  set 

measures  to  prevent  disaster  and  reduce  impact  from  work,  which  are  applied  to 

subcontractors before they are allowed to enter into the production area. 

From  the  above  study,  the  findings  showed  that  the  ‘general 

environment’ condition assessment can be concluded as shown in Table Case 6.1. 

 

Table Case 6.1  Relationship between General Environment and Organizational  

                           Effectiveness 

 

General 

Environment 

Condition 

Assessment by TMT 
Level of 

Assessment 

Political  
 

Government policy changes in energy generating plan, and 
new renewable energy such as wind power generation, and 
the demand forecast of power was based on the government 
agencies (EGAT) in the main. The political unrest did not 
impact much, even in the short-run. RATCH has a long-term 
contract to supply power. 

Low  

Economic Future electricity demand mainly depends on the country’s 
domestic economic growth. Economic crisis impacts 
indirectly, but since the company’s revenue is derived from 
long-term contract with EGAT, it reduced some risks on this.  

Moderate to 
rather High 

Socio-cultural Demand  changes  due  to  demographic  increases  are 
opportunities  for  the  company  to  expand  the  business,  The 
demand  for  electricity  usage  depends  mainly  on  EGAT’s 
forecast. 

Low 

Technology No much change, long-term investment. RATCH is also an 
expert in O&M (Operation and maintenance), Chubu 
Ratchaburi Electric Services Company Limited (“CRESCO”)  

Low 

Ecology  The nature of the business, safety and environmental 
concerns are of key importance. The community concerns of 
the environment are taken seriously. More Corporate Social 
Responsibility to support understanding. 

High 

 

6.2.2  Organizational Responses to ‘Task’ Environmental Change  

The specific or task environment refers to the parts of the environment directly 

relevant  to  the  organization  in  achieving  its  goal  (Dill, 1958:  409;  Wheelen  and 

Hunger,  2000:  54).  Its  concept  includes  the  constituencies  directly  relevant  to  the 

achievement of an organization’s goals or those sectors which have a direct working 

relationship with the organization, among them customers, competitors, suppliers, and 
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the  labor  market  (Daft,  2006: 88-89).    Since  the  managerial  and  executive  level  is 

directly  involved  in  the  task  environment context,  an  executives  survey  was  also 

conducted  to  confirm  some  findings,  according  to  the  respondents  (see  Appendix: 

Tables  Case  6.A6  and  Case  6.A7).  The  managerial  respondents  were  mainly  male 

with high educational background (master degrees 85.7 %), high work experience in 

RATCH of less than 10 years (it cannot be more than 9 years since this is the period 

RATCH has been in operation). Nevertheless, just over half (57.1%) of the executives 

have  high  professional  experience  of  over 26  years,  followed  by  21-25  years.  Also, 

two-thirds (66.7%) have been in the tenured position for 2-5 years. 

According  to  the  survey,  the  findings  showed  that  the  task  environmental 

condition that affects RATCH’s organizational effectiveness the most, similar to the 

other  surveyed  energy  companies,  is  the  government  intervention  in  public  policy. 

Under the government regulatory agencies’ statement, the changes in laws and agency 

policies  on  pricing  are  of  the  most  concern  (e.g.,  EGAT’s  power  procurement), 

followed by labor laws, taxation collection, quality or product standards, and financial 

practices.  However,  short-term  events  such  as  the  cases  of  political  unrest,  for 

instance  the  case  of  the  airport  closure  at  Suvarnabhumi  International  Airport  in 

December 2008 and the unrest at Pattaya during the Asian Summit Meeting in April 

2009. The TMT confirmed this: “None at all. We have long-term contracts, so these 

cases do not impact us anymore.” 

Moreover,  RATCH  is  concerned  with  technology  changes  in  terms  of 

production techniques or even the new IT supports. The view towards technology is 

quite predicable and of low concern. This is the same as the demand condition since 

RATCH  has  a  long  term  contract  to  supply  (e.g.  power  to  EGAT);  therefore, 

managerial  perceptions  on  existing  demands  are  ‘quite  certain’.  Contrarily,  the 

demand  for  new  products  (e.g.  renewable  energy)  is  moderately  unpredictable  to 

being an issue of high concern.  

Surprisingly, the least concern was the suppliers of raw materials, except for 

pricing changes. This is because the RATCH Power Plant is equipped with modern, 

state-of-the-art production technology, which relies upon natural gas from the Yadana 

and Yetakun fields in Myanmar as its main fuel. For the financial/capital market, the 

survey showed this is quite controlled to a certain degree. Again, this is probably due 

to the long-term commitment for sources of revenue such as the availability payment 
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(AP) which RATCH needs to control to ensure stable revenue. For natural resources, 

RATCH is Thailand’s largest Independent Power Producer (IPP) with a total installed 

capacity  of  3,645  megawatts,  and  two  types  of  power  plants:  thermal  power  plants 

(using natural gas as primary fuel and bunker oil as secondary fuel) and a combined 

cycle  power  plant  (using  natural  gas  as  its primary  fuel  and  diesel  as  its  secondary 

fuel). Given that natural gas can be supplied by the PTT Group, the executives’ view 

was one that was predictable or implied a low environmental uncertainty condition. In 

sum, the findings are shown in Table Case 6.2. 

 
Table Case 6.2  Relationship Between Task Environment and Organizational  

                          Effectiveness 

 
Task Environment 
Condition 

Assessment by Executive Respondents 
Level of 
Assessment 

Customers  
 

The demand for current product, a long-term contract 
with EGAT and diversified to nearby overseas markets 
such as Laos 

Low 

Government Government regulatory agencies (e.g. EGAT); changes 
such as those in demand of power generation policies.  

High 

Suppliers of raw 
material 

The power plants mainly use natural gas, a new plant 
(joint with BANPU) uses coal. An alternative energy is 
that from wind 

Low 

Competitors Many competitors in entering as IPPs, SPPs; 
nevertheless, the long-term contract helps alleviate 
from the risk of high competition. 

Moderate 
rather-Low 

Financial/Stock 
Exchange 

Most concerns on Stock Exchange such as changes in 
management control practices, reporting conditions 

Moderate 

Technology Not much change, in line with interview, and because it 
was a young new plant 

Low  

Natural Resources 
Scarcity 

Changes in reserve or oil natural gas supply from the 
domestic and a renewable energy source 

Low 

 

6.2.3  Relationships Between The Organization and Environmental  

           Uncertainty  

According to Tables Case 6.1, and Table Case 6.2, the ‘general environmental 

conditions’  affecting  the  organizational  effectiveness  of  RATCH  are  those  in  the 

ecology and economic environment.  For the ‘task environment’ the most important 

effect was that related to government and power generating policy, financial markets 

(interest changes), and competitors; meanwhile, as regards RATCH’s customers, this 

is  the  least  concern  since  it’s  done  through  a  long-term  contract.  Munificence  is 

therefore assessed as being ‘low’ scarcity.  
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Table Case 6.3  Summary of Environmental Threat and Opportunity Perceptions of  

                           RATCH 

 
Environmental 

Uncertainty 

Conditions 

Impact towards the Organizational Effectiveness, 
Level of 

Assessment 

Munificence 
(Abundance) 

+The degree of abundance of critical resources needed by 
the firms, such as finance, technology, (raw materials 
such as natural gas supply for power plant). 

Low 

Dynamism Government regulatory agencies (e.g. EGAT) changes 
such as in demand of power generation policies. 
A long-term contract reduced the uncertainty of sources 
of revenue and are able to predict environment changes 
such as suppliers, financial capital.  

Stable 
(Low to rather 
moderate) 

 

Complexity +The degrees of differentiation and dispersion of critical 
resources. 
+Globalizied (domestic vs.  international operation)  
+A t present, RATCH focuses on domestic operation 
rather than global expansion (even though they are 
expanding to Laos and some countries in the future) 

Low 
 
 
 
 

 

In  terms  of  dynamism,  RATCH  viewed  that  the  condition  as  quite  stable,  as 

their  business  operation  is  based  on  a  long-term  contract,  and  business-to-business 

reduces the risk. The conclusions are shown in Table Case 6.3. 

 

6.3  Strategic Action: Strategic Leadership  

 

In  the  literature  review,  strategic  leaders  are  viewed  as  the  group  of  persons 

who  have  the  overall  responsibility  for  an  organization's  outcomes  by  creating, 

anticipating, processing in communicating vision, and aligning allocation of resources 

to cope with external opportunities.  In the study, the researcher proposes three main 

components (‘VIP’) of strategic leadership: Vision/mission, Process (Communication 

ability  and  Alignment),  and  Integrity.    Two  main  streams  were  discussed:  one  is 

related  to  strategic  leadership,  and  the  otherto  organizational  structure.  For  strategic 

leadership, this was studied in terms of the demographic variables in two components: 

1)  The  top  executive  profiles  such  as educational  background,  age,  and  work 

experience,  communication,  articulation,  personal  management  style,  role  model  or 

icon  of  organizational  success,  and  other  administrative  variables  such  as  executive 

team tenure, locus of control and power, and 2) investigate the interrelationship of the 
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top executives in terms of wisdom - able to create visions/mission of the future and 

pursue them; process - ability to communicate or align vision to lower levels of the 

organization,  and  commitment;  and  integrity  -  demonstrates  to  others  that  they  are 

worthy of trust, does not operate on hidden agendas, is frank and honest, able to give 

bad news and astute use of power. This  is also reflected in the staff’s loyalty to the 

organization.  The  survey  of  managerial and  staff  employees  perceptions  of  their 

TMTs were also explored. 

 

6.3.1  Vision/Mission:  

In  their  2008  annual  report,  RATCH  stated  their  vision  as:  “To  be  a  leading 

private  electricity  generating  company  in the  region  trusted  by  the  Public”.  At  the 

same  time,  the  company  stated  their  mission  as:  “Invest,  develop  and  operate 

electricity  generating  and  related  business”.  Moreover,  this  vision/mission  was  also 

translated into the following policy statements: 

1)  Expand electricity generating and sales business in the following 

priorities: 

     (1)  Generating and selling in Thailand  

     (2)  Generating and selling in other countries 

2)  Create preferable returns for shareholders with commitment to social 

benefits 

3)  Promote alternative energy business development 

4)  Invest in core business with at least a 25% stake in each project 

5)  Build good relationships with business partners based on mutual 

benefits 

6)  Operate with environmental responsibility and be trusted by 

communities 

7)  Strengthen capability and promote employees’ quality of life 

8)  Commit to workplace health and safety 

9)  Operate under corporate governance principles 

In  the  study,  the  TMT  provided  some views  on  visionary  deliveables:  “We 

have  quite  a  continuous  managerial  work because  EGAT  is  the  main  shareholders 

(45%), and normally, EGAT will pass policy directly to top executives from EGAT. 
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The tenured term of the Managing Director is typically three years. They are recruited 

by the Board of Directors (BOD).” In the in-depth interview, the culture and values of 

RATCH  were  seen  as  those  of  a  ‘smaller  EGAT’  as,  basically,  the  company  was 

derived and transformed from EGAT. Therefore, it has been quite hard to change into 

a  ‘new  private  enterprise’,  nonetheless,  this  culture  has  gradually changed  through 

new blood.  

Table Case 6.4  Evaluation Matrix of Mission Statement of RATCH 

 

Mission Element  Statements Evaluation 

Customers Not  specified  in  mission  statement,  but  stated  in  policy 
“Generating in neighboring countries and selling back to 
Thailand” 

Yes 

Product/services Invest,  develop  and  operate  electricity  generating  and 
related business 

Yes 

Markets Not  specified  in  mission  statement,  but  stated  in  policy 
“Generating  and  selling  in  Thailand,  and  in  other 
countries” 

Yes 

Technology Not stated No 

Concern for 
survival, Growth, 
Profitability 

Not  specified  in  mission  statement,  but  stated  in  policy 
“create preferable returns for shareholders”; ”Build good 
relationships with business partners”  

Yes 

Philosophy Not  specified  in  mission  statement,  but  stated  in  policy  
“Operate under corporate governance principles; Commit 
to workplace health and safety” 

Yes 

Self-concept Not specified in mission statement, but stated in policy 
“Invest in core business with at least a 25% stake in each 
project” 

Yes 

Concern for public 
image 

Not  specified  in  mission  statement,  but  stated  in  policy 
“Create  preferable  returns, with  commitment  to  social 
benefits;  Operate  with  environmental  responsibility  and 
be trusted by communities…” 

Yes 

Concern for 
employees 

Not  specified  in  mission  statement,  but  stated  in  policy 
“Strengthen  capability  and  promote  employees’  quality 
of life.” 

Yes 

 

In the words of the TMT:  “At RATCH, we have developed the vision/mission 

by  ourselves,  including  strategic  direction,  except  for  some  policies  derived  by 

EGAT, which sometimes comes from the government policy. Politics may intervene 

indirectly  more  or  less  from  the  (BOD);  for  instance,  the  Ministry  of  Energy 

sometimes  send  the  top  ranks  from  ministers  to  join  the  BOD.”    When  asked  about 

how the process delivered the vision, the TMT responded: “In the vision creation, we 
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use  the  brainstorming  at  the  middle  management  with  the  top  management  as  the 

chair to do this exercise. The lower levels will participate mostly in the action plan.” 

In sum, RATCH’s vision and mission statements can be concluded as shown in Table 

Case 6.4. 

 

6.3.2  Process (Communication Ability and Alignment), and Integrity: 

With  regards  to  how  their  vision/mission  is  putting  into  action,  this  is  done 

through  process  and  alignment  within  the  management  team  and  staff.  Employee 

attitudes are a measurement of the vision of strategic leaders. Without vision, strategic 

leaders  cannot  lead  people  in  the  same direction.  Therefore,  good  vision  must  be 

communicated  to  followers.  If  they  understand  the  vision/mission  statement  clearly, 

then they can take action and allocate resources to achieve the destination. Therefore, 

employee  attitudes  in  this  component  are  very  important.  The  researcher  has 

developed  two  cross-checked  viewpoints  of  their  strategic  leadership  based  on 

executive and employees’ attitudes.  

6.3.2.1  The Executive Attitudes towards the Strategic Leadership  

Referring  to  the  previous  survey  of  executives’  opinion  (as  shown  in 

Tables  Case  6.A6  and  Case  6.A7),  the  executives  also  viewed  their  strategic 

leadership  as  follows:  Vision  is  the  first  component  of strategic  leadership.  Without 

vision/mission, strategic leaders cannot lead follower and cannot adjust the organization to 

the  changing  environment.  The  strategic leaders’  vision/mission  shows  the  desired 

goals  and  expected  future  and  provides  guidance  for  the  firm  and  its  members  to 

achieve them. Strategic leadership is reflected by the degree to which these goals are 

communicated to the employees and understood by them. In this study, the two main 

components  that  are  focused  on  in  this  study  are  the  strategic  visionary 

(vision/mission),  and  alignment  (cascading  down)  to  action.  These  components  of 

strategic  leadership  are  analyzed  in  the  survey  (Table  Case  6.A8,  statements  8 

through13). As regards their attitudes about their strategic leaders, the survey showed 

that the top executive team - the TMTs - were quite conservative. For instance, over 

71-85 % of executive respondents disagreed and strongly disagreed that their TMTs 

were  risk  takers  (statements 8,  9),  and  confirmed  that  the TMT were quite  conservative 

(statement  10).  In  addition,  over  half  (57.1 %)  of  the  executive respondents  mostly 
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agreed  that  their  top  executives  encourage  the  development  of  innovation  and 

marketing  strategy  (statement  11);  but  some  did  strongly  disagreed  (28.6  %).  The 

respondent  mostly  somewhat  agreed  (42.9 %)  that  the  top  executive  management 

articulated a clear vision/mission but over a quarter disagreed (28.6 %) (statement 13). 

 Statement 12 implied that there was a diversity of opinions about the 

implementation  of  the  predetermined  plan.  The  majority  (71.4  %)  indicated  that  a 

certain plan was preferred, whilst, a few (14.3 %) saw the plan as flexible. Since the 

top management of the firm was being changed and quite a few are short term, during 

the transition period of a few problems may occur. 

In  sum,  the  executive  respondents viewed  the  TMT  as  being  quite 

conservative in their strategic leadership, overseeing the financial side with care (risk 

averters),  preferring  a  certain  plan  to  follow,  and  also  innovative  development  was 

driven  to  a  somewhat  strong  degree.  However,  the  articulation  of  the  strategic 

destination of the firm was fairly clear.  

The above survey results are fairly in line with what the comments of 

the  TMT:  “The  organizational  administration is  not  clear.  We’re  trying  to  develop 

this,  to  change,    to  build.  This  basically  comes  from  a  combination  of  many  ideas, 

such  as  from  government  agencies  (around  70  %),  and  teams,  here.  The  corporate 

culture is quite strong and influenced by government agencies, but in terms of work 

flow process, it is fast like the private sector. The vision has gradually been changed 

to be that of our own with our own identity. It is a new and visionary one.” 

Related to cultural and value changes, TMT also explained: “We have 

to change, but sometimes these changes are not aligned with the team’s feelings; for 

instance, a balanced score card implementation, initially for KPIs was rolled out, and 

the staff was so nervous, and this died down soon after. We have recruited new blood 

for changes but this is not easy. It takes time.” 

6.3.2.2  Employee’s Attitudes towards the Strategic Leadership 

In the survey (see appendix, Table Case 6.A9, Case 6.A10), employee 

attitudes  toward  the  current  strategic  leadership  of  the  company  was  assessed. 

Without this strategic vision/ mission, the strategic leaders cannot lead the team in the 

same direction, so this visionary direction must be communicated to all followers. If 

they understand and have clear direction, they can take action and allocate resources 
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to  achieve  the  target.  The  findings  show  that  almost  two-thirds  (63%)  of  all  the 

employee respondents agreed and strongly agreed that the organization has set a clear 

vision/mission which was communicated to them (statements 1.1, 1.2), and this was 

reflected  in  the  total  quality  management program  such  as  their  goal  and  work  plan 

development,  working  process  and  responsibility.  However,  there  was  not  strong 

agreement  overall  as  one-third  disagreed  (statements  1.3,  1.4,  1.5,  1.6).  This  was 

reflected  in  the  concern  about  the  sufficiency  of  resources  in  facilitating  the  quality 

program (statement 1.7, 1.8), as well as the structure (statements 1.9). Note than some 

major portions (40 %) were neutral. In short, this area was rated moderate and rather 

low.  Employee  attitudes  towards  strategic  leaderships  can  also  be  reflected  in  the 

survey as shown in three statements (1.10,1.11,1.12). Opinions were varied between 

strongly  disagreed  and  strongly  agreed  that  the  top  executives  were  icons  or  role 

models  of  the  organization’s  success,  and their  actions  as  committed  in  accordance 

with  organization  values  and  cultures.  This  implied  some  weaker  concerns  in  the 

strategic leadership in terms of concurrence visionary/ direction of corporate goals in 

the long term. 

 Vision and mission is also a factor affecting the style of operating in 

the organization because strategic leaders have to think strategically and come up with 

more  concrete  policies  and  plans  that  cascade  down:  for  instance,  creating  a  good 

relationship  with  customers  is  the  everyone’s  responsibility  (statement  13)  and  this 

was agreed and rather strongly agreed to have been translated into practice. Moreover, 

it was also reflected in the organizational structure supporting the operation well, the 

team  having  self  autonomy  in  decision-making,  with  the  information  system 

efficiently  utilized  (statement  1.14,  1.15,  and  1.16).  The  employees  were  in  fairly 

strong  agreement  on  these  issues.  Finally, the  employees  mainly  agreed  that  the 

current  information  systems  were  efficiently  supporting,  except  that  they  are  mostly 

had less autonomy in decision-making (statements 1.15, 1.16).  

Relating to employees’ work efficiency (Ref: Table Case 6.A11), two-

thirds agreed and rather strongly agreed that their roles and responsibilities were clear 

and  they  were  able  to  link  their  work  to  the  organization’s  success  (statements  2.1, 

2.2).  Statement  2.3  demonstrated  that  one-third  mostly  agreed  that  they  understood 

their  supervisors’  expectation.  Also,  a  half  (50%)  neither  agreed  nor  disagreed  with 
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the  rest  disagreeing.  Again,  almost  a  half were  agreed  that  they  were  able  to 

demonstrate their initiative in work adjustment to facilitate the assignments (statement 

2.4); in contrast, one-third disagreed that the organization supported them (statement 

2.5). 

As regards to the loyalty to the firm, over two-thirds (70 %) revealed 

that  they  were  agreed  with,  being  proud of  the  organization’s  reputation,  with-of-

month  recommendation,    work  preference,  and were  confident  in  the  firm’s  future, 

even  some  (16.7%)  was  demonstrating  their  willingness  to  change  the  work 

(statement 3.4). 

 

6.4  Summary of Strategic Leadership 

 

From the above findings, the conclusions on the strategic leadership  component 

are  shown in Table Case 6.5. Strategic leadership in RATCH overall is fairy strong 

and  the  TMTs  are  quite  conservative  in  their  managerial  style  in  the  view  of  the 

executives, and are reviewed as icons or role models of the organization’s success by 

staff. Articulation of vision/mission is very clear and effectively translating through to 

their work to a certain degree.  This shows that the transformation of vision/mission to 

policies  and  practice  are  aligned  with  the  operations.  Additionally,  in  the  findings, 

there are some concerns related to the translation of quality development, with some 

employees  disagreeing  with  current  practices,  human  resources  management,  and 

structure supports.  
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Table Case 6.5  Summary of Strategic Leadership towards Organizational  

                           Effectiveness of RATCH 

 

Strategic 
Leadership 

Impact of each Company to Organizational 
Effectiveness 

Alignment Level 
Assessment 

Vision/mission  +Has vision/mission/core value statements, formulated 
by TMT, BOD, and staff 
+Covers mainly all dimensions such as products/services, 
financial growth, public images, employees, community, 
and power generating stability for nations. 
+Assessed by managerial teams as strongly agreed with 
strategic leadership 
- This implied some weaker concerns in the strategic 
leadership in terms of concurrent vision/ directive of 
corporate goals in the long-term, and committed to 
organization values and cultures. 
-Top executives were not viewed strong enough as icons 
or role models of firms 

Moderate 

2.Process/ Alignment 
-Corporate policy 
-Employee’s work  
Efficiency 
 
3.Integrity 
-Staff’s loyalty to 
organization 

+Executives, and employee mainly agreed they 
transformed vision/mission into practice 
+TMTs are financial risk averters, prone to conservative 
style, spending with care. 
+The employee agreed there is a clear vision alignment, 
and  it cascades down all levels,  
+Creating good relationship with customers is everyone’s 
responsibility. 
+Clear role and duty at moderate level 
+Moderately loyal to organization 
-Quality development, HR’s role has more room for 
improvement 
-Concerns related to insufficient resources, levels of 
knowledge, current structure are not enough in 
supporting quality development programs 

Moderate 

 

6.5  Strategic Action: Organization Structure 

 

At  the  top  of  the  RATCH  organization  chart  is  the  Managing  Director, 

followed  by  Deputy  Managing  Directors,  divisions  and  departments,  etc.  Compared 

with the other power generating case studies, RATCH is the youngest firm with only 

a nine-year history. 
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Figure Case 6.2  RATCH’s Organization Chart 

Source:  RATCH’s Annual Report, 2009. 

 

However,  the  RATCH’s  organization  structure  has  become  increasingly 

complex  through  continual  differentiation  and elaboration  to  cope  with  the  project 

management  diversification,  for  instance, to  Laos,  and  foreign  investment.  This 

resulted  from  the  expansion  of  the  company  to  a  number  of  companies  overseas, 

which  require  greater  specialization.  One  of  the  basic  trends  has  been  the  vertical 

elaboration  of  the  structure through  the  establishment  of  separate  strategic  business 

units and product divisions. Figure C6.2 depicts the corporate headquarters structure 

of  RATCH  Holding  and  the  major  strategic  business  units  (SBU).  Because  of  the 

great  diversity  of  the  business  units,  it  would  be  impossible  to  set  forth  a  single 

structure  to  represent  the  RATCH  Holdings  Group.  At  the  top  of  the  RATCH 

organization  chart  is  the  Managing  Director,  followed  by  the  senior  executives, 

comprising Managing Director, and Assistant Managing Director. 

On top of the organization is the Board of Directors which consist of at least 7 

to  a  maximum  of  13  persons.  At  present, the  BOD  is  composed  of  5  independent 
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directors  and  10  senior  executive  directors  of  RATCH  to  steer  and  oversee  of  the 

corporation policy. The Board of Directors has set up various committees to help the 

Board  in  studying  various  issues  in  detail  and  to  screen  workloads  to  improve  the 

work  efficiency  of  the  Board.  The  committees  consist  of  four  groups:  Audit 

Committee, Remuneration Committee, Nominating Committee and Risk Management 

Committee.  The  RATCH’s  organization  chart is  presented  as  a matrix  and  division 

structure (6 levels), which is composed of four main stream divisional lines, Deputy 

Managing Director of Planning & Asset Management, Deputy Managing Director of 

Business  Developments,  Deputy  Managing  Director  of  Finance,  and  Deputy  Managing 

Director  of  Corporate  Administration.  Under  the  Deputy  Managing  Director  of 

Planning and Asset Management are composed of group company management which 

consists  of  four  subdivisions  and  three departments:  strategic  planning  division, 

corporate  planning  division, asset  management  division, legal  division,  and  risk 

management  department,  operational  excellence  department.  Under  the  Deputy 

Managing  Director  of  Business  Developments,  is  the  project  management  team 

composed  of  4  subdivisions:  Thailand  Investment,  Laos  Investment,  Foreign 

Investment, and the Project Management division.  

Under the Deputy Managing Director of Finance are two subdivisions and six 

departments:  the  Divisions  of  Accounting  and  Finance  with  the  general  accounting 

department,  management  accounting  and budgeting,  affiliate  accounting  and  tax 

management,  treasury,  financial  planning  and  management,  and  investor  relations 

department.  Finally,  under  the  Deputy  Managing  Director of  Corporate  Administration 

are three subdivisions and seven departments: the Divisions of Office Administration, 

Human  Resources,  and  Public  Company Affairs,  under  which  are  the  office 

management,  Information  system,  Computer  and  Network  Operations,  Organization 

&  HR  Development,  Human  Resources,  Public  Relations,  and  CSR  &  community 

relations  departments.  Each  group  under  the  Deputy  Managing  Director  also  has  an 

Assistant Managing Director to oversee the group. 

 

6.5.1  Strategic Leaders: TMT’s Executive Profile Survey 

Strategic leaders refer to Managing Directors and deputy MDs, and Assistant 

MDs or the so called “TMT” of the organization. According to the human resources 
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survey of the company, there are a total of 10 executives. Their personal backgrounds 

are  summarized  in  Table  Case  6.6.    Basically  speaking,  all  of  them  graduated  from 

university  and  have  a  high  educational  background  (80  %  hold  a  Master's  degree). 

With  respect  to  the  field  of  study  of  the  Bachelor’s  degree,  60  %  graduated  in 

Engineering, with the rest from Economics and Political Science. With regard to the 

Master's  degrees,  Engineering  rose  to 62.5  %,  followed  by  Management/MBA  and 

Financial  fields.    The  findings  showed  that  the  TMTs  were  well-educated.  Like  the 

other  firms,  the  executives  interviewed stated  that  educational  qualification  has 

become more and more important for businesses. This requirement is also reflected in 

the  new  recruits.  Backgrounds  in  the  Engineering  field  is  still  preferable  for  this 

business. 

 

Table Case 6.6  Executive Profiles of the RATCH Plc. 

 

Education Background  Frequency  % 

Education   

Bachelor Degree 2 20 

Master Degree 8 80 

Doctoral Degree - - 

Total 10 100 

Field of Study in Bachelor Degree     

Engineering 6 60 

Economics 3 30 

Political Science 1 10 

Total 10 100 

Field of study in Master Degree    

Engineering 5 62.5 

Management/MBA 2 25 

Finance/Accounting 1 12.5 

Total 8 100 

Field of study in Doctoral Degree    

Engineering - - 

Total - - 
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In terms of the TMT executive profiles of RATCH, the survey found that the 

average age of the executives  is  54.6  years  old,  ranging  from  48  to  59.  The  tenured 

position  and  total  experience  in  the  company were  the  same;  that  is  an  average  6.2 

years of work experience in the company, ranging from 1 to 9 years (SD =2.39). In 

addition,  as  regards  their  professional  experience,  the  TMT  have  very  high  profiles, 

with an average number of almost 30 years, ranging from 24 to 34 years (SD= 3.4). 

The figures for age work experience, and tenure are very relevant. It also implies that 

there is high gap between the senior executives team, especially between young and 

senior executives. In the case of the company following growth strategies to diversify 

globally, the TMT should take this factor into account in order to be prepared for the 

successors, and for knowledge exchanges as illustrated in Table Case 6.7. 

 

Table Case 6.7  Descriptive Statistics of Strategic Leadership: Executive Profiles of  

                           in 2008-2009. 

 

Descriptive Statistics 
 

Age (years) 
 

Working Experience in 
current position 
(tenure); (years) 

Experience in 
this Company 
(years) 

Professional 
Experience 
(years) 

min 48 1 1 24 

max 59 9 9 34 

Average  54.6 6.2 6.2  29.9 

Sum 546 62 62 299 

Standard Deviation  3.98 2.39 2.39  3.41 

 

Note:  N=10.  
Source:  RATCH’s  2009. 
 
 

According to the manpower planning survey, RATCH’s employee headcount 

as of December 31, 2008 stood at 103 as shown in Table Case 6.8.  Throughout the 

year,  RATCH  carefully  managed  its  manpower  to  align  with  its  operation  under 

business  uncertainty,  with  a  focus  on  allocating  resources  where  significant  value 

supplementation  was  likely  or  where  continuing  investment  was  needed.  Besides 

formulating  human  resource  plans  to suit  business  circumstances,  RATCH  has 

undertaken  a  plan  to  earnestly  develop  the  potential of  all  its  employees  and 

streamline its business procedures. 
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During the past four years, RATCH has expanded its business very little, for 

instance,  total  assets  in  2005  were  Bt69,940  million  and  in  2008  stood  at  Bt69,672 

million an average of -0.1% per annum. It did  increase by the end of the first half of 

2009 to Bt70,5420 million (see Table Case 6.14), but in terms of total equity, during 

the past four years, it has drastically increased by at least 30% or 7.5 % per annum. 

Manpower over the same period changed by +106% or 26.5 % per annum. Nevertheless, 

considering  the  number  of  absolute  headcount  is  still  quite  low,  whilst  the  business 

can  generate  a  lot  of  revenue.  As  regards  the  span  of  control  during  2005-2008, 

especially for the TMT and middle management levels, there was constant fluctuation 

between 9.3 and 17.6, and with the ratio of operations staff per management level at 

1.8 (down from 3.3 in 2005). Theoretically this shows a very narrow span of control, 

but  in  fact,  at  the  RATCH  Group  headquarters,  the  sources  of  revenue  are  from  the 

dividends paid from its subsidiaries. 

 

Table Case 6.8  Human Resources Management of RATCH (Holding) in 2008-2009 
. 

Positions 2005  2006  2007  2008 

Managing Director 1 1 1  1

Deputy, and Assistant Managing Director  2 4 4  9

Director 3 4 6  14

Division - - -  -

Department 6 8 10  19

Middle management 9 12 16  33

General staff 38 38 72  60

Total Manpower 50 55 93  103

Change +/- 10.0% 69.1%  10.8%

Average Manpower  

Division Level - - -  -

Department Level 6 8 10  19

Top Management Team (TMT) 3 5 5  10

Manpower excluded TMT 47 50 88  93

Avg manpower of TMT level 
 

15.7 
 

10.0 
  

17.6  
 

9.3 

Operations  35 34 66  46

Management level (middle +TMT)  15 21 27  57

Span of control  3.3      2.6             3.4   1.8  

 
Source:  RATCH’s, 2009. 
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For instance, in 2008, RATCH received dividend income of Bt 5,359 million 

mainly from the two power plants of its subsidiaries; that is, RATCHGEN and TECO. 

RATCHGEN  continues  to  be  the  major  contributor,  constituting  84%  of  RATCH’s 

total capacity and generating 93% of RATCH’s dividend income. In addition, due to 

expansion in business (see Appendix Tables Case 6.A1, Case 6.A2) over the past four 

years, it was reasonable to justify increasing the size of the manpower. However, the 

question of how efficient or effective of the staff are is another concern. TMT stated: 

“In the headquarters, we have over 100 (112) people at the other subsidiaries there are 

around  60  persons.  We  just  increased  this  manpower  a  couple  of  years  ago. 

Additionally, we have secondees (middle level) to subsidiaries and after that they will 

go back and grow in the holding headquarters. The new structure can last at least five 

years.  At  present,  the  organizational  structure  is  being  changed  into  a  new  one.  We 

had Hay, the consultants, to help us in changing from last year.” 

Conventional  wisdom  suggests  that no  manger  should  have  more  than  a 

certain  number  of  direct  reports.  Some  managers  argue  that  this  “span  of  control” 

should be no greater than 4 to 6; others, such as Jack Welch, ex-CEO of GE favored 

much  larger  spans,  with  as  many  as  20  or  more  direct  reports.    Young  and  Goold 

(1999:  126,  quoted  in  Goold  and  Campbell,  2002:  211-212),  found  that  spans  of 

control could range from under 3 to 30 or more. There is evidently a wide variation of 

views on appropriate spans of control. In addition, Goold and Campbell, 2002: 211-

212) suggested that spans of control should be driven by the nature of the parenting 

task  being  performed,  rather  than  by  any  mechanistic  formula.    If  the  upper  level 

limits itself to minimum corporate parent tasks only, it is possible to have wide spans 

of  10  or  more  reports.  In  these  circumstances,  narrow  spans  will  encourage  second-

guessing  and  unnecessary  interference,  simply  to  keep  the  upper  level  managers 

occupied.  Nevertheless,  if  the  upper  level  is  playing  a  more  hands-on  role,  with 

substantial retained responsibilities and value-added influence, the parent’s managers 

are  likely  to  need  a  closer understanding  of  each  unit  reporting  to  them.  They  will 

therefore have to spend more time on each unit and will be able to handle fewer direct 

reports. 

 

 



 

 
363

6.5.2  Organizational Structure Analysis 

The  following  study  related  to  the  relationship  between  environment  and 

organization structure as classified into three dimensions: complexity, formalization, 

and centralization. 

6.5.2.1  Complexity 

        Complexity  refers  to  the  degree  of differentiation  that  exists  within  an 

organization which can be studied from the following three sub-dimensions: 

1)  Horizontal differentiation considers the degree of horizontal 

separation between units based on orientation of members, the nature of the tasks they 

perform,  and  their  education  and  training.  Since  RATCH’s  division  structure  has 

much  diversity  in  functional  units  to support  the  business  units  the  horizontal 

differentiation is rated high. 

 2)  Vertical differentiation refers to the depth of the organizational 

hierarchy  or  in  the  structure.  Differentiation  increases,  and  hence  complexity  as  the 

number of hierarchical levels in the organization increases. In short, the more levels 

that  exist  between  top  managements  and  operatives,  the  greater  the  potential  of 

communication  distortion,  the  more  difficult it  is  to  coordinate  the  decisions  of 

managerial personnel, and so the more difficult it is for strategic leaders to oversee the 

actions of operatives. As shown in Table Case 6.5, the narrower span of control (the 

number  of  operations  per  management  =  1.8  in  2008)  creates  high  vertical 

differentiation and a tall organization (Robbins, 1990: 87-9). This is rated as ‘high’. 

 3)  Spatial differentiation refers to degree to which the location 

of an organization’s facilities and personnel are dispersed geographically. RATCH’s 

diversified  operations  cover both  domestic  to  overseas,  but  they  are  still  based  in 

Thailand with the country as the main focus. Thus, this is rated as moderate. 

4)  Specialization  differentiation  refers  to  the  particular 

grouping  of  activities  performed  by  an  individual.  RATCH’s  division  of  labor  and 

functional specialization is achieved by professionals who hold skills that cannot be 

readily  routinized.  The  work  typically  done by  engineers,  such  as  electrical,  civil 

engineers,  and  finance  are  specialized,  requiring  more  sophisticated  and  expensive 

methods.  However,  the  activities  they  perform  vary  according  to  situation  and 

function.  Also,  an  increase  in  either  form  of  specialization  results  in  increased 

complexity within the organization. Thus, this is rated as ‘high’. 
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     6.5.2.2  Formalization  

            Formalization  refers to  the  degree  to  which  jobs  within  the 

organization are standardized and the extent to which employee behavior is guided by 

rules and procedures (Robbins, 1990: 93; Robbins and Coulter, 2003: 263; Mintzberg, 

1979).  Formalization  is  also  defined  as  the  extent  to  which  rules,  procedures, 

instructions,  and  communications  are  written  (Pugh  et  al.,  1968:  75;  Robbins,  1990:  94). 

High  formalization  is  reflected  in  explicit  job  descriptions,  lots  of  organizational 

rules, and clearly defined procedures covering work processes in organizations. The 

formalization is low; employee behavior is relatively nonprogrammed.  In addition, in 

the  survey  (see  Table  Case  6.A8,  statement  1.14,  1.6),  the  employee  attitudes 

somewhat  agreed  and  rather  strongly  agreed  that  the  organizational  structure 

facilitated  to  the  firm’s  operation,  and  utilization  of  IT  (totaling  50%  to  60%). 

Moreover, the RATCH Group is a public company registered in the stock exchange, 

rules and regulation, reporting must be in strict in compliance with the SET, including 

standard  operating  procedures  for  working  in  process,  refinery,  exploration  and 

production  such  as  manual,  rules  and  regulations  that  are  still  stringently  controlled 

and  standardized.  The  degree  of  formalization  was  assessed  as  ‘high’.  In  sum,  an 

increase  in  any  one  of  these  factors  will  increase  an  organization’s  complexity.  The 

conclusions can be summarized as shown in Table Case 6.9. 

 

Table Case 6.9  The Complexity of the Organization Structure of the RATCH Group 

 

Complexity Reason of assessment 
Level of 
complexity 

Horizontal 
differentiation 

Number  of  official  job  titles  different  units  in 
divisional  business  units  such  as  power  plant  and 
supporting functions. 

High 

Vertical differentiation   Depth  in  the  structure  which  is  measured  by  the 
number  of  divisions  and  subunits;  or  number  of 
hierarchical levels from the top to the lowest levels of 
the  organization.    A  multi-company  with  many 
strategic business units. 

High 

Spatial differentiation Since  the  location  is  mainly  dispersed  geographically 
in  both  the  domestic  market  -  Thailand  and  the 
overseas operations. But still mainly in Thailand. 

Moderate 

Specialization High  specialization  due  to  the  nature  of  integrated 
business units, grouping of activities performed by an 
individual, the work typically done by an engineer, the 
quite sophisticated and expensive methods.   

High 
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The  effect  of  the  organizational  structure  was  also  not  in  the  formal 

articulation,  as  this  is  also  involved  in  the  organization’  culture  (Senge,  1990).  For 

instance,  the  entrepreneurship  of  the  organization’s  members.  Such  a  concern  was 

voiced by  TMT: “Our weak point is that the entrepreneurship mindset is quite ‘low’. 

Our way if thinking is still mainly bureaucratic like EGAT (over 70%). We are trying 

to change the culture; for instance, increasing the decision-making more like a private 

enterprises. Right now, it is still mixed, but we are trying to change.”  

6.5.2.3  Centralization 

            Centralization  is  concerned  with  the  dispersion of  authority  to  make 

decisions within the organization, and not geographic dispersion (Robbins, 1990: 104-

105).  In  response  to  this,  the  survey  (item  1.15)  showed  that  almost  60%  of  the 

employees  viewed  the  company  as  being  quite  centralized  in its  decision-making. 

This is also in line with what TMT said: “We use the rules and regulations that are 

quite  stringently  controlled,  EGAT-like. That  is  why  the  new MD  would  like  to 

decentralize,  but  frankly,  the  good  side  is  that  formalization  helps  us  stay  in  a  very 

good shape in terms of control with corporate governance, and in the SET as well.”  

Moreover,  the  TMT  also  stated  that  authority  empowerment  is  being 

changed  so  as  to  cope  with  the  business  line’s  expansion.    In  a  nutshell,  from  the 

evidence above, it is obvious that RATCH has high formalization, complexity and a 

high degree of centralization (Table Case 6.10) 
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Table Case 6.10  Summary of the Contingency Variables that affect RATCH’s  

                             Organization Structure 

 
Dimensions of 
Organizational 
Structure 

Finding Variables That Affect TOP’s 
Organizational Structure 

Assessment Level 
Characteristics of 
Structure 

Complexity  Horizontal differentiation, and specialization - high, 
and vertical and spatial - low 

High 

Formalization  Safety, security stringently controlled, have 
procedure, rules and regulations, Corporate 
Governance  

High 

Centralization  The critical issues, risk management, and financial 
management are centralized for the group, except, the 
SBU, decentralized. 
Findings from the survey show that centralization 
were quite dominated in decision-makings among 
employees. 

High 
 

 

In  the  study,  the  perception  of RATCH  was  a  company  in  a  quite 

stable,  low  scarcity  (munificence),  but  still  complex  environment  (due  to  having 

diversified  internationally). Its  structure  is  quite  consistent  with  the  prediction  of 

Burns and Stalker’s of a mechanistic structure characterized by rigidity and stability.  

In  addition,  the  current  structure  of  RATCH  is  in  fact  in  line  with  Mintzberg’s 

configuration  in  terms  of  ‘divisionalized  form’;  that  is,  the  prime  coordinating 

mechanism  in  the  divisionalized  from  is  the  standardization  of outputs,  and  the  key 

design  parameter  is  the  performance  control  system  (Mintzberg,  1993:  218).    The 

divisionalized  form  relies  on  the  market  basis  for  grouping  units,  and  calls  for  a 

limited decentralization of the parallel limited vertical variety. In fact, divisionalized 

structures can turn out to be rather centralized in nature. The headquarters allows the 

divisions close to full autonomy to make their own decisions, and then monitors the 

results of these decisions. Moreover, the key part of organization is the middle line, 

whose  structure  is  suitable  to  under  the  conditions  of  relatively  simple  and  stable, 

diversified markets, but still with the in domestic as the main focus. This is to reduce 

the interactions of the complexity of the environment and will lead to organizational 

effectiveness (Mintzberg, 1993: 280-281).   
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Table  Case 6.11  Summary of  Predicted  and Real Structural Characteristics of   

                              RATCH under Stable and Predictable Environment by Burn and  

                               Stalker 

 

Variables 
Predicted Structural 
Characteristics of Firm 

According to Burn & Stalkers 

Real Structural Characteristics 
of the Firm 

Environment Stable and Predictable environment 
Predictable and moderate dynamic 
(quite stable) environment 

Organizational Structure Mechanistic  Mechanistic  

Formalization High High 

Centralization High Moderate to rather high 

Complexity  High High 

   

     According to the above analysis, the relationship between environment and 

organizational structure of RATCH can be summarized as shown in Tables Case 6.11, 

Case 6.12. Regarding the impact of all the environmental variables on the company’s 

organizational structure, they do have enough influence on all structural dimensions. 

In addition, the real current structure was close to the divisionalized form as predicted 

by  Mintzberg  (1993).  Therefore,  environment  does  seem  a  major  determinant  of 

RATCH’s structure in this regards, and will lead to the optimization of organizational 

effectiveness.       

 

6.6  Relationship of Strategic Stance–Environment-Structure 

 

As mentioned in the literature review, in this research study, Miles and Snow's 

(1978) framework is applied to the study because the most important research on the 

strategy-structure  relationship  has  used  this  framework  (Robbins,  1990:  130).  TMT 

concurred  on  RATCH’s  strategic  stance,: “We  assessed  our  organization  as  reactor 

and  are  now  changing  to  be  more  of  an  analyzer  type  because  we  have  been  quite 

strongly analyzing the situation and all the risks that may affect the business, but for 

prospector is beyond, we are not consumer product.”    

The strategy can be classified as a “Reactor Strategy” according to Miles and 

Snow  (1978)  because  it  offers  a  limited  set  of  products  or  services  to  a  narrow 
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segment  of  the  total  market.  Thus,  there  is  high  horizontal  differentiation  and 

centralized  control;  meanwhile,  the  “analyzer”  type  is  the  hybrid  of  stability  and 

flexibility.  The  organizational  structure  is one  with  moderately  centralized  control, 

tight control over its current activities and looser controls for new undertakings, with 

core traditional products, and enters new markets after viability has been established 

by prospectors. 

 

Table  Case 6.12  Summary of predicted  and real structural characteristics of  

                              RATCH under stable and predictable environment by Mintzberg 

 

Variables 
Predicted Structural 
Characteristics of Firm 
According to Mintzberg 

Real Structural Characteristics 
of the Firm  

Environment Simple and Stable 
Simple  and Complex ( rather 
stable as domestic focus) 

Structure Divisional Form Divisional Form 

Formalization High within divisions High 

Centralization Limited decentralization Moderate to Rather high 

complexity  High functional High 

 

The  RATCH  Group  operates  in  an  uncertainty  environment  and  some 

structure  characteristics  in  terms  of  centralization  are  mixed or  hybrid,  highly 

centralized  in  the  headquarters  especially  for  the  financial  risk  management  (e.g., 

hedging,  reporting  in  compliance  with  SET,  Stock  Exchange of  Commission-SEC). 

While  RATCH  has  a  structure  which  is  very  much  that  of  mechanistic  type  (like  a 

smaller  EGAT,  as  described  by  the  clients and  some  executives  of  the  firm),  and  is 

now  undergoing  changed  to  a  more  private form  of  organization.  In  addition, 

according  to  the  executives’  perception  survey  (Table  Case  6.A3,  statements  1-3), 

over 70% of executives agreed with the strategy of exploiting opportunities. Over  a 

half (57%) did not agree with maximizing profits but did confirm innovation as key to 

success, with only some (14.3%) strongly disagreeing. In short, it was quite obvious 

that  the  main  focus  was  profitability,  but innovation  was  also  important  despite  the 

diversity  of  opinions.    Based  on  the  above findings,  the  relationship  of  the  current 

stable  (low  dynamic)  environment  condition  and  RATCH’s  existing  structure 
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supported the strategy which leads to organizational effectiveness as recommended by 

Miles  and  Snow.  The  conclusion  can  be  summarized  as  shown  in  Table  Case  6.13. 

For the above reasons, RATCH’s strategic typology is being changed from that of a 

reactor to that of an analyzer.  

 

Table Case 6.13  Summary of Predicted and Real Strategic Stance Characteristics of  

                             RATCH 

 

Determinant    
variables 

Predicted strategic 
types of the firm 
according to Miles & 

Snow 

Predicted strategic 
types of the firm 
according to Miles & 

Snow 

Real characteristics 
of the  firm 
according to 

strategic leaders -
TMT 

Strategic Stance  Reactor Analyzer 
Was reactor, and 
now being Analyzer 

Goals 
Unstable  Stability and flexibility, 

Hybrid 
Stability and 

flexibility, Hybrid 

Environment 
Changing 

Changing or Hybrid  Changing or Hybrid 

Structure Division 

Formalization High 

Centralization 
 Moderate to rather 

high 

Complexity  

Loose structure to fit 
strategy; ineffective 
performance; unclear 
organization strategy 

Moderately centralized 
control; tight control 
over current activities; 
looser controls for new 
undertakings, matrix 

structure Moderate (domestic 
focus) 

Product 

- Lack coherent 
strategy; Pressures from 
auditors, inspectors in 
driving performance 
improvement 

- Core of traditional 
products; Enter new 
market after viability 
established by 
prospectors 

Hybrid - both stability 
and efficiency in 
operation, cost 

leadership, domestic 
domain 

 

6.7  Relationship of Strategic Stance and Organizational Effectiveness 

 

The  last  part  of  the  study  explores the  interrelationship  of  the  overall 

organization  effectiveness  and  the  strategic  stance  by  using  the  balanced  scorecard 

concepts as follows: 

 

6.6.1  Financial Perspective:                  

The  first  measure  related  to  financial  analysis  was  derived  by  using  the 

archived data from SET. According to RATCH’ s report for the financial performance 
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during  2005-2008  and  1H2009    which  can  be  summarized  as  shown  in  Table  Case 

6.14. To measure the success of the firm in terms of financial performance, there are 

five  key  financial  ratios  which  were  selected:  Return  on  Assets  (ROA),  Return  on 

Equity (ROE), Debt to Total Equity (D/E), gross profit margin, and net profit margin. 

By  using  2004  as  the  basis  for  growth  change  calculation,  the  researcher  can  then 

make  a  comparison  of  the  performance  each  year.  At  the  same  time,  in  order  to 

compare  across  the  company  within  the  same  industry,  Z-score,  and  T-score  were 

applied. 

 

Table Case 6.14  Financial Analysis of RATCH (2005-2008, and First Half of 2009) 

 

Y/E '05 Y/E '06 Y/E '07 Y/E '08 Q1 '09 Q2 '09

31/12/2005 31/12/2006 31/12/2007 31/12/2008 31/3/2009 30/6/2009

69,940.54 72,105.05 70,300.93 69,672.44 70,127.22 70,542.15

38,451.17 37,409.65 32,821.13 28,697.90 28,904.40 27,262.76

31,489.37 34,695.40 37,479.80 40,974.54 41,222.82 43,279.40

14,500.00 14,500.00 14,500.00 14,500.00 14,500.00 14,500.00

44,836.84 51,848.22 46,072.34 43,801.84 7,948.48 17,588.98

6,066.36 6,106.04 5,829.40 6,492.90 1,843.28 3,899.86

4.18 4.21 4.02 4.48 1.27 2.69

10.56 10.74 10.24 11.44 11.76 13.35

20.24 18.45 16.15 16.55 16.46 18.03

13.53 11.78 12.65 14.82 23.19 22.17

30/12/2005 29/12/2006 28/12/2007 30/12/2008 7/8/2009 24/8/2009

8.48 10.81 11.7 10.12 8.25 7.47

1.92 1.85 1.82 1.57 1.33 1.28

21.32 23.29 25.1 27.26 28.43 29.85

4.88 4.65 4.59 4.91 5.83 5.75

41 43 45.75 42.75 37.75 38.25

59,450.00 62,350.00 66,337.50 61,987.50 54,737.50 55,462.50

Equity

(Unit: M.Baht)

Period

as of

Financial Data

Assets

Liabilities

ROA(%)

Paid-up Capital

Revenue

Net Profit

EPS(Baht)

Financial Ratio

P/BV

ROE(%)

Net Profit Margin(%)

Statistics as of

P/E

Market Cap.

p

share(Baht)

Dvd. Yield(%)

Last Price(Baht)

 

 

Source: SET, SETSMART, 2004-2008. 

 

Comparing the five key performance indicators with the total industry (seven 

companies),  the  overall  analysis  shows  that  during  the  1H2009  of  the  study  period 

RATCH’s performance was ranked as “high” (4.6 out of 5) (see Appendix K. Table 

K6.1 through K6.5, and Table Case 6.15). 
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Table Case 6.15  Financial Analysis Related to Organizational Effectiveness 
 

Financial ratio PTT BCP TOP EGCO BANPU RATCH BAFS  industry

ROA (%) 1 2 1 2 5 5 2 1

ROE (%) 1 2 1 1 4 3 1 1

- D/E Ratio (times)  3 3 2 4 4 5 5 4

- Gross Profit Margin(%) 2 5 3 2 3 5 2 3

- Net Profit Margin (%)  2 5 3 4 5 5 2 5

ROA (%) very low low very low low very good very good low very low

ROE (%) very low low very low very low good good low very low

- D/E Ratio (times) moderate moderate low good good very good very good good

- Gross Profit Margin(%) low very good moderate low moderate very good low moderate

- Net Profit Margin (%) low very good moderate good very good very good low very good

COMBINATION

Financial Assessment 1.8 3.4 2.0 2.6 4.2 4.6 2.4 2.8  

 

Note:  1)  Archived data was based on SET Smart, 2004-2009 Analysis     

           2)  Industry was based on average for 7 companies for calculating Z-Score, T-  

                Score to transform the raw data as a normalized score for comparison.   

 

6.7.2  Customer Perspective: Customer Satisfaction 

In terms of the linkage of the company’s strategic direction and operation, the 

study  aims  to  ascertain  company  commitment  (Responsibility  towards  Consumers 

policy) in providing their customers with clear statements as to their corporate values 

to supply oil and serve customer demand and maximize customer satisfaction as well 

as  trust  in  product  and  service  quality,  whether  it  is  in  line  with  the  company’s 

mission/vision.  Thus,  a  survey  was  also  conducted.  The  company’s  commitment  is 

declared clearly in providing their customers with the best service and highest quality 

aviation  fuel,  in  line  with  the  company’s  mission/vision.  In  Thailand,  EGAT  is  the 

key main customer of the RATCH Group (90%); therefore, in this study, to verify and 

reduce  the  bias,  the  survey was  done  through  interviews  and  the  survey  of  EGAT 

regarding RATCH’s performance. 

  

 “Our  perspective  at  the  beginning  of  RATCH  was  one  of  a  lot  of 

issues and controversy, in terms of the deals, right down to the wording 

in  the  contract.  For  instance,  in  the  power  purchasing  contract, 

RATCH’s  contract  was  different  to  that  of  other  power  generating 

companies probably because it was just established later on. Compared 

to EGCO, it was a looser deal and less restrained. Because it was quite 
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a  new  for  an  IPP  to  be  a  private  enterprise,  we  therefore  approached 

them in a friendly manner. EGCO was the first one, but for RATCH, it 

was more stringently dealt with. Another issue was that the first batch 

of staff from RATCH came from EGAT as the main drivers; therefore, 

since  they  were  ex-EGAT,    they  knew  who  was  who.  As  the  deal 

makers  in  detail,  we  sometimes  were  fighting  a  lot  on  certain  issues, 

but  that’s  the  story  of  the  past.  Right  now,  we  have  such  as  a  good 

strong relationship - we have to talk and understand each other. For us, 

RATCH is rated as a good power supplier.” 

 

In  the  study,  the  researcher  surveyed  the  customer  satisfaction  for  RATCH. 

Some views and evaluations from the customers of RATCH related to product/service 

quality,  personnel,  process  and  facilities  as well  as  overall  perspectives.  Since  the 

client  respondents  are  at the  executive  level  who  have  been  working  in  a  good 

relationship  with  RATCH  for  many  years,  it  was  quite  sensitive  to  disclose  their 

names  and  so  the  names  of  the  respondents  were  not  disclosed.  According  to  the 

survey  (see  Appendix;  Tables  Case  6.A12,  and  Case  6.A13),  the  main  respondents 

were  mainly  male  (60%),  with  a  half over  40-49  years  old  (50%).  They  had  high 

educational backgrounds (70% with master’s degrees and above) and high experience 

of over 10 years (80%), and with a high degree of professional experience (over 21 

years,  16-20  years  -  40%,  and  30%,  respectively).  In  addition, the  customers  were 

mainly from procurement or power purchasing (70%). 

The findings showed that the customers evaluated the company in the range of 

somewhat  agreed  to  strongly  agreed.  For  instance,  in  terms  of  product  /service 

quality, brand name, reliability, the response was very strong (90-100%), and this was 

also  aligned  with  highly  satisfaction  in  process  and  facilities, information,  and  with 

capable staff.  Moreover, the customers also showed high intention to recommend the 

company to other clients, and agreed they were one of their first choices. Some slight 

concerns  were  shown  towards  RATCH’s  new  initiatives  in  products/services.  The 

performance was one of fairly high satisfaction (statement 4e, scored 4.1 out of 5). In 

sum,  overall  (computed  from  1a-4e),  the company  was  evaluated  as  “high”  (scored 

3.93 out of 5). 



 

 
373

6.7.3  Internal Process 

In  the  study  related  to  internal  process,  there  are  four  perspectives:  safety 

index, total quality index, employee efficiency, and loyalty to organization. The first 

one  was  obviously  seen  from  archived  records  for  the  safety  of  the  firm  as  in  the 

energy  business,  less  or  no  accidents  are  key  success  factors.  This  evidence  shows 

‘high’  effectiveness.    For  the  other  three,  the  researcher  conducted  a  survey  via 

questionnaire related to their employees’ attitudes towards these measures. According 

to Table Case 6.A10, the findings showed that the employees mainly agreed that the 

total  quality  management  program  such as  the  corporate  goals  and  work  plan 

development,  working  process  and  responsibility  changes,  and  sufficient  resources 

were  moderately  recognized.  In  short,  all of  these  were  working  moderately  well  

(statements  1.3,1.4,  1.7).  Resources  sufficiency  and  organizational  structure  were 

viewed as moderate to rather low and human resources management to aid program 

and the knowledge of staff for quality development program as moderate to rather low 

(statements 1.5 1.6,1.8,1.9). From the above evidence, RATCH’s internal process was 

assessed  as  ‘moderate’.  There  is  more room  for  improvement  in  this  quality 

development area. 

In  addition,  in  the  previous  analysis  of  employee  efficiency  and  work 

commitment,  and  loyalty  to  organizations  (see  Table  Case  6.A11),  the  findings 

showed that the employee’ roles and responsibilities and work efficiency were able to 

link to the organization’s success (statements 2.1 through 2.5). However, the score in 

terms  of  understanding  their  line  managers,  self-adjustment  to  cope  with  the 

assignment,  and  limited  initiative  was  were  rated  as  moderate  concerns  (statements 

2.3, 2.5). The employees were confident in the company’s reputation, with the current 

work, and commitment which at the moderate level as addressed in the loyalty to their 

organization  section  (statements  3.1  through  3.4).    In  sum,  the  overall  evaluation  of 

these measures was rated as moderate to rather low (3.15 out of 5). 

 

6.7.4  Learning & Growth 

In the study, learning and growth (Table Case 6.A14) was assessed relating to 

training & development, career path development and their satisfaction. The findings 

are: 
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Regarding  training  and  development,  the  survey  shows  that  over  half  of 

respondents  were  somewhat  satisfied  with  getting  enough  training,  having  the 

opportunity to learn and develop themselves, and teamwork (statements 4.1, 4.2, 4.3, 

4.4).  Nevertheless,  some  (10-20%)  demonstrated  disagreed  with  the  quality  of  their 

training and development.  This figure implied that the employees have been trained 

moderately, and is still somewhat aligned with what the TMT elaborated upon in the 

interview.  However,  when  considering  career  development,  almost  60  %  of  employees 

showed high concern and were dissatisfied with their career path. This implies there is 

an  issue  related  to  human  resources  development  (statement  5.1),  getting  promoted, 

and having less opportunities (assessed as very low) to demonstrate their outstanding 

capabilities (statements 5.3,5.5).  But over half (56.6%) agreed that their line mangers 

still  supported  them  (statement  5.6).  Overall  career  development  is  not  strong  and 

needs improvement. With regards to the employee satisfaction index (see Table Case 

6.A13), the survey showed that over 70% of staff respondents were mainly proud of 

their  responsibilities  (statement  6.1).  Statement  6.3  depicted  over  half  as  being 

satisfied with the job, but one-third showed concern as to the position being boring, 

putting the right man in the right job (statements 6.2,6.4). In addition, some concerns 

was showed towards the jobs description fitting the job specifications (statement 6.5), 

and there was moderate to rather high concern about office politics (statement 6.6). In 

the last part of the survey, the employees were somewhat satisfied and strongly agreed 

with  the  CSR  policy  in  terms  of  social responsibility,  corporate  role,  community 

support  programs,  projects,  products  and  services  (statements  7.1-7.5).  Overall,  the 

employees  demonstrated  ‘moderate  to  rather  low’  (46.7  %)  agreement  with  the 

organization’s  operations  (overall  mean  3.46,  SD  0.584  alpha  0.9622).  The  above 

survey was in line with the in-depth interviews of the top management team. As TMT 

pointed  out  to  their  human  resources  management:  “Admittedly,  we  are  working  to 

change. HR is one of our concerns in many aspects starting from recruitment down to 

work; for instance, the qualifications of the staff, some staff who came from some big 

guys  which  are  not  eligible  or  qualify  to  work  in  that  positions.  This  is  a  minor 

concern,  but  sometimes  it  wastes  our  time in  moving  forward.”  As  regards  how  to 

improve the efficiency of the firm, TMT elaborated upon their solutions in deploying 

IT to facilitate work efficiency. This will lead to more effectiveness in their goals. In 
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the word of the TMT: “In terms of technology, we have one-to-one for computers and 

we are quite fully equipped. For  the communication language, this is still mainly in 

Thai, and this is a difficult area to expand upon in the future. In terms of effectiveness, 

we rated ourselves overall at around 6-7 out of 10, whilst the subsidiaries are slightly 

higher at 7 out of 10.”  

From the above data, there is evidence to believe that the learning & growth 

assessment should be valid and is therefore evaluated as “moderate” (3.26 of 5). 

 

6.7.5  Organizational Effectiveness Measurements 

According  to  the  study,  when  combining  all  four  measures  by  the  balanced 

scorecard concept, and applying the composite index factors by Best Practices, LLC 

(Kaplan and Norton, 2001:375-376), the computation was 3.56 out of 5. This figure 

implied that RATCH’s organizational effectiveness during the first half of 2009 was 

‘moderate’.  From  the  above  findings,  the degree  of  strategic  stance  towards  the 

organizational effectiveness of RATCH can be summarized as shown in Table Case 6.16. 

 

6.8  Summary 

 

In the case study of RATCH, the findings can be summarized as follows: 

6.8.1  There  is  an  interrelationship  between  the  external  environment  and 

organizational effectiveness. The findings show that for the ‘general environment’ the 

ecological  condition  had  a  high  impact  on  organizational  effectiveness,  followed  by 

economic  concerns.  For  the  ‘task  environment’,  the  highest  impact  was  that  of 

government intervention, followed by moderate impacts in finance, and competition. 

The  environment  condition  was  viewed  as  stable  and  low  in  complexity  (domestic 

focus), with high munificence (low scarcity).  

6.8.1.1  For the strategic stance, with the perceptions of environmental 

certainty, and the strategic leadership of the conservative type, BANPU’s organization 

structure  is  divisional;  SBU,  high  formalization,  high  centralization,  still  stringently 

controlled  in  safety,  and  cost  effective  which  requires stability  and  structural 

characteristics with Miles and Snow’s defender rather than reactor typology. 
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6.8.2.2  Even though in the first quarter of 2009, BANPU revealed a 

very  strong  financial  performance.  In  addition,  with  the  current  environment-

structure-strategic leadership-strategy, the customer satisfaction, and internal process 

were  evaluated  as  highly  effective;  yet  a  limitation  was  shown  in  the  learning  and 

growth  which  was  internally  evaluated  as ‘moderate’  level.  However,  as  a  result, 

overall organizational effectiveness was also assessed as ‘high’.  

6.8.2.3  For the strategic stance, with the perceptions of environmental 

certainty, and the strategic leadership of the conservative type, BANPU’s organization 

structure  is  divisional;  SBU,  high  formalization,  high  centralization,  still  stringently 

controlled  in  safety,  and  cost  effective  which  requires stability  and  structural 

characteristics with Miles and Snow’s defender rather than reactor typology. 

6.8.2.4  Even though in the first quarter of 2009, BANPU revealed a 

very  strong  financial  performance.  In  addition,  with  the  current  environment-

structure-strategic leadership-strategy, the customer satisfaction, and internal process 

were  evaluated  as  highly  effective;  yet  a  limitation  was  shown  in  the  learning  and 

growth  which  was  internally  evaluated  as ‘moderate’  level.  However,  as  a  result, 

overall organizational effectiveness was also assessed as ‘high’.  

6.8.2.5  For the strategic stance, with the perceptions of environmental 

certainty, and the strategic leadership of the conservative type, BANPU’s organization 

structure  is  divisional;  SBU,  high  formalization,  high  centralization,  still  stringently 

controlled  in  safety,  and  cost  effective  which  requires stability  and  structural 

characteristics with Miles and Snow’s defender rather than reactor typology. 

6.8.2.6  Even though in the first quarter of 2009, BANPU revealed a 

very  strong  financial  performance.  In  addition,  with  the  current  environment-

structure-strategic leadership-strategy, the customer satisfaction, and internal process 

were  evaluated  as  highly  effective;  yet  a  limitation  was  shown  in  the  learning  and 

growth  which  was  internally  evaluated  as ‘moderate’  level.  However,  as  a  result, 

overall organizational effectiveness was also assessed as ‘high’.  
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Table Case 6.16  Summary of Organizational Effectiveness of RATCH 

 

Variables  Measures Levels Scores  Interpretation  of 
Organizational 
effectiveness 
Level 

Financial  -Return on Assets 
(ROA) %;-Return 
Equity (ROE) %;-
Gross Profit 
Margin (%); - Net 
Profit Margin (%)  

Assessed data from Stock Exchange 
Market, a time series during 2005-1st  
half of 2009, 2004 used as base index. 
Standard score adjustment for Z-score, 
and T-score and average of 7 
companies as the industry average 

4.6  High 

Customer 
Satisfaction 

-Customer 
Satisfaction Index 

An assessment from customers survey 
(Table C6-20); The Company ranked 
7th in the Outstanding Corporate 
Social Responsibility (CSR) Rankings 
in Thailand and 33rd in Asian listed 
companies ranking which was 
organized jointly by CSR Asia and 
Asian Institute of Technology. (Annual 
Report 2008) 

3.93  High 

Internal 
Process 

-Safety  index 
(achieved data) 
-Total quality 
index(item 1.3-1.9) 
-Employees Efficiency 
and commitment (item 
2.1-2.5) 
-Loyalty to 
organization (item 3.1-
3.4) 

-Safety Record of RATCH 
showed no accidents over 2.5 million 
man–hours. (Nov,2008). This 
demonstrates a high internal process in 
control 
- RATCH had received Top Corporate 
Governance awards 
-A combination of survey of internal 
process 
-Some concerns related to human 
resources management 

3.15  Moderate 

Learning & 
Growth 

-Training & 
Development (item 
4.1-4.4) 
-Career Development 
opportunity (item5.1-
5.6) 
-Employee satisfaction 
index(item 6.1-6.6) 

A combination of survey training & 
development, career development, and 
employees satisfaction index 

3.26  Moderate 

Overall 
Composite 
Index 

Summation of four 
measures 

A combination of four factors 
0.167*(Finance +Customer + Learning 
& Growth)+ 0.5* Internal Process) 

3.56  Moderate 

 

Note:  For financial measure 

           1)  Archived data was based on SET Smart, 2004-2009 Analysis     

           2)  Industry was based on average of 7 companies for calculating Z-Score, T- 

                Score to transform the raw data as a normalized score for comparison. 

           3)  Low: 1.0-2.33; Moderate: 2.34-3.66; High: 3.67-5.0; 

           4)  For statements or items, please see details in Appendix X 
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CASE STUDY No. 7 SERVICE SECTOR 
 

Bangkok Aviation Fuel Services Public  

Company Limited (BAFS) 

 

Within the energy industry, one of the most important sectors in the group is 

service  which  was  studied  to  gain  a  different  perspective  from  the  first  six  case 

studies.  Therefore,  the  Bangkok  Aviation  Fuel  Services  Public  Company  Limited 

(BAFS) was selected to be studied as the last organization.  

 

7.1  Company Overview 

 

Bangkok  Aviation  Fuel  Services  Public  Company  Limited  (BAFS)  is  a 

Thailand  based  energy  company  which  has  provided  the  aviation  fuel  service  at  the 

international  airport  for  more  than  26  years.  The  company  primarily  operates  in 

Thailand, where it is headquartered in Bangkok and employs around 373 people. The 

company  was  established  on  22  November,  1983  by  government  cabinet.  Flight 

Lieutenant  Udom  Krisnampok  became  the  first  chairman  of  the  company  and  M.R. 

Supadis Diskul was the first Managing Director. The company recorded revenues of  

Baht 2,127 million in the fiscal year ending December 2008, a decrease of 5.8% from 

2007,  with  an  average  growth  rate  during  the  previous  four  years  (2005-2008)  of 

22.4%.  Its  net  profit  was  Baht  437.7  million  in  the  fiscal  year  2008.  BAFS  was 

officially registered as a joint venture company among several enterprises in both the 

public and private sectors. Currently, the major shareholders comprise Thai Airways 

International, PTT, Shell, Esso, Chevron, and international banking (see more details 

in Appendix X). 

   BAFS was formed as a business group with three main subsidiaries of which 

BAFS holds the shares of over 50% in three, and less than 20% in one joint venture. 

The four companies formed to operate under BAFS are as follows:  

1)  Thai Aviation Refueling Company Limited (TARCO) (90.0% shareholder, 

530 Mbaht),  focuses on conducting aviation fuel service and is approved to operate 

aviation fuel service using the hydrant technology at Suvarnabhumi Airport. 
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2)  JP-One Asset Co., Ltd. (JP-One) (92.5% shareholder, 600 Mbaht), focuses 

on  transporting  aviation  fuel  through  pipeline  system,  from  Makkasan  to  Suvarnabhumi 

Airport. 

3)  Into  plane  Services  Company  Limited  (IPS)  (83.3%  shareholder,  0.12 

MBaht), focuses on conducting plane fuelling service, hired only for labor. Currently 

BAFS  hires  IPS  for  the  provision  of  aviation  fuel  service  at  Samui  and  Sukothai 

Airports. 

4)  Fuel  Pipeline  Transportation  Limited  (FPT)  (16.7%  shareholder,  1,592 

MBaht), focuses on storing and transporting aviation fuel through pipeline system 

 

7.1.1  Number of Flights Serviced 

The  best  indicator  when  considering  the  sources  of  revenue  for  BAFS  is  the 

number of flights serviced with JET A-1 at Suvarnabhumi and Don Mueang airports. 

For instance, in 2008, a total of 138,551 flights were recorded. This decreased from 

2007  by  8,841  flights,  or  6.0% and  the  total  volume  of  the  Into-Plane  Service 

operation  of  the  two  airports  is  3,877.1  million  liters,  a  decrease  by  283.9  million 

liters or 6.8% from last year, as shown in Table Case 7.1.  
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Table Case 7.1  Number of Flights Serviced 
 

Flights   2008  2007 
 +Inc./ 
(Dec.) 

Suvarnabhumi Airport    

Domestic flights     

  Number of flights  
  

29,505  34972  -15.6% 

  Throughput (Million litres)  233.3  284.2  -17.9% 

International flights     

  Number of flights  
  

87,290  89908  -2.9% 

  Throughput (Million litres)  3466.9  3704.3  -6.4% 

Don Mueang Airport    

Domestic flights     

  Number of flights  
  

20,478  21584  -5.1% 

  Throughput (Million litres)  162.8  165.2  -1.5% 

International flights     

  Number of flights  
  

1,278 928  37.7% 

  Throughput (Million litres)  14.1  7.3  93.2% 
       

Total  Number of flights  
  

138,551  147392  -6.0% 

   Throughput (Million litres)  3877.1  4161  -6.8% 

 

Source: BAFS, 2004-2008. 

 

The  four  service  operating  stations of  BAFS  are:  Don  Mueang  Service 

Substation,  Suvarnabhumi  Service  Station,  Sukhothai  Service  Station,  and  Samui 

Service Station (see more details in Appendix X-BAFS). 

 

7.1.2  Industry of Energy: Aviation Refueling Overview and Competition 

According to BAFS’s records, the aviation refueling business environment in 

2008 is in line with the shrinking aviation business and tourism industry due to global 

recession  and  local  political  uncertainty. As  a  result,  BAFS  refueled  21,756  flights 

with 177 million liters of jet fuel, or 0.5 million liters per day, at Don Mueang Airport 

and 124,291 flights with 4,136 million liters of jet fuel, or 11.4 million liters per day, 

at  Suvarnabhumi  Airport.  As  a  result,  the  total  quantity  sold  dropped  6%  from  the 
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previous  year.  Moreover,  BAFS  has  a  90%  market  share  for  the  Into-plane  service 

business at Suvarnabhumi Airport. In 2009,  BAFS expects small growth in jet fuel 

consumption,  depending  on  the  confidence  of  investors,  foreign  tourists  and  local 

consumers as well as political stability. In terms of strategic planning, for instance the 

projection  case,  since  the  Thai  government  announced  that  tourism  is  one  of  the 

country’s top agenda. BAFS forecast that jet fuel consumption will grow by 1.0% an 

average of 11.5 million liters of jet fuel per day or 4,207 million liters per year. BAFS 

targets  an  89%  market  share  of  all  aviation  refueling  business  at  Suvarnabhumi 

Airport.    Currently,  Don  Mueang  Airport  is  used  only  for  domestic  flights  and  low 

cost airlines, such as Nok Air and One-Two-Go, both of which have been massively 

affected  by  the  high  oil  prices.  Airlines  have  reduced  and  cut  flights,  resulting  in  a 

significant reduction in oil consumption.  For 2009, BAFS expects 159 million liters 

of  total  refueling  at  Don  Mueang  Airport,  or  0.4  million  liters  per  day  on  average.  

BAFS targets the total for both Suvarnabhumi Airport and Don Mueang Airport to be 

4,366 million liters in 2009, or an average of 12.0 million liters per day. This is 0.6% 

growth from 2008. However, due to global economic uncertainty, the world may face 

recession for at least another one to two years. In that case, the Thai economy and its 

tourism  industry  may  be  affected  and  this could  lead  to  a  shortfall  from  in  BAFS’ 

projection. 

 

7.2  External Environment Condition 

 

7.2.1  Organizational Responses to ‘General’ Environmental Change 

 The general environment in this study refers to the political-legal, economic, 

socio-cultural, technological, and natural resources which are uncontrollable conditions. 

The researcher employed the principal research methods of in-depth interview, survey 

of the key informants especially the top executive team (TMT) of the firm as the main 

ideas in providing the insights of their perceptions toward this condition. 

7.2.1.1  Response to Political-legal Environment:  

The  extent  to  which  the  government  intervened  especially  in  the 

political-legal  perspective  normally  influences  the  business  at  least  to  the  degree  of 

autonomy that a CEO or top executives can exert. For instance, BAFS estimated fuel 
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sales  in  2009  at  4.048  billion  litres,  down  from  4.313  billion  the  previous  year. 

According to M.R. Supadis Diskul, Managing Director of BAFS: “The main reasons 

were that demand for jet fuel was expected to fall by 7% this year due to the impact of 

the global economic crisis, domestic political instability and the H1N1 pandemic on 

tourism.” 

 In 2009, BAFS which provides aviation fuel services at Suvarnabhumi 

Airport,  reported  a  second-quarter  fuel  volume  of  972.7  million  litres,  down  12.1% 

year-on-year.  First-quarter  fuel  volume fell  by  14.9%  year-on-year  to  1.035  billion 

litres,  as  air  traffic  sharply  declined after  the  December  2008  closure  of  Suvarnabhumi 

Airport  by  anti-government protesters.  According  to the  Airports  of  Thailand, 

passenger  traffic  at  Don  Mueang  and  Suvarnabhumi  airports  fell  by  15.3%  year-on-

year in the second quarter, with the number of flights down 10.6% to 34,485.  Jet fuel 

consumption had been falling since November 2008 as political turmoil hurt tourism 

traffic, as commented on by M.R. Supadis at an investor briefing at the Stock Exchange 

of Thailand.  

Moreover,  there  were  some  examples  related  to  this  political-legal 

impact, for instance, in 2009, the national carrier Thai Airways International, which 

accounts  for  41.1%  of  BAFS'  sales,  cut  its  daily  traffic  by  four  flights  in  May  and 

eleven  in  June,  2009.    Nevertheless,  the top  executives  believed  BAFS  was  hopeful 

that the aviation sector would recover in the second half, with fuel demand returning 

to  positive  growth  year-on-year  from  the  fourth  quarter.  Besides  the  finance  and 

accounting  manager  at  BAFS  also  gave  some  projections:  “Next  year  should  also 

produce a clear pickup in sales, the economy is reviving as is the domestic political 

situation. The flu epidemic is also easing. We expect a pickup in traffic in 2010,” said 

Chathaya Bandhaya, Senior Finance and Accounting Manager at BAFS. 

In  2009,  BAFS  reported  first-half net  profits  of  231.27  million  baht, 

down 12.7% from the same period last year. First-half revenues totaled 992.89 million 

baht, down 9.7% from the same period last year. For the second quarter, BAFS posted 

profits of 129.86 million baht, down 1.4%. Revenues slid 10% to 482.35 million baht 

in the same period.  

In the survey, the top executive team commented on the political point 

of view:  “I believed the airport policy (Thai government) has directly impacted the 

relocation of the resources of the firm because the airports are sources of revenue for 
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us. I would give this a high score of up to 8 (out of 10); for instance, the government 

policy  in  relocating  the  service  from  Don  Mueang  to  Suvarnabhumi  airport  (on 

September 28, 2006). Since Suvarnabhumi is one of the biggest airports in Asia and 

because  the  Thai  government  has  a  policy to  make  it  the  hub  of  air  transport  for 

Southeast  Asia,  the  revenue  in  Don  Mueang will  definitely  decrease,  Suvarnabhumi 

then  increases  and  we  need  to  adjust  our operations  to  cope  with  this  change.    In 

addition,  from  the  legal  perspective,  this should  have  no  effect as  we  must  comply 

with the oil rules and regulations anyway.”  

The  TMT  cited  other  evidence  to support  the  concerns  about  the 

closure  of  Suvarnabhumi  international  airport  in  December  2008  and  the  Asian 

Summit Meeting in April, 2009: “80% of the sources of income is from Suvarnabhumi 

and  there  are  no  alternative airports.  That  made  the  revenue  shrink.  The  period  was 

also  the  normal  peak  or  high  season  demand.  The  consumer  confidence  and  trust  is 

very important; otherwise, they’ll not come to Thailand.” 

This  study  is  in  line  with  what  the  recorded  evidence;  for  instance, 

according  to    BAFS’  records,  the  aviation  refueling  business  environment  in  2008 

depended  upon  the  shrinking  aviation  business  and  tourism  industry  due  to  global 

recession and local political uncertainty. From the above data, the findings show that 

in the executive’s viewpoint, the political environment condition has a high and direct 

effect upon BAFS’ performance. 

7.2.1.2  Response to Economic Environment:   

In the strategy formulation, conscious  choices  have  to  be  made  about 

the  right  choice,  organizational  structure  and  team. Economic  prediction  is  one 

priority that top management needs to take into account especially for achieving the 

firm’s effectiveness by utilizing the resources and market positions. For instance, the 

number  of  foreign  tourists  and  local  consumers’  spending  on  travelling.  The  TMT 

noted  and  confirmed  this:  “Yes,  this  factor  directly  affects  us.  For  example,  the 

number  of  passengers  and  tourists  are  the  most  important  factors.  International 

passengers  accounted  for  -80%,  and  domestic  -20%,  which  was  measured  from  the 

volume of aircraft refueling against the volume of the company.” 

7.2.1.3  Response to Socio-cultural Environment:  

Since  the  socio-cultural  condition  normally  plays  a  pivotal  role  in 

determining  which  area  of  new  businesses  flourishes,  some  firms  need  to  adapt  and 
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some  firms  find  the  adapting  constricting. One  of  the  greatest  concerns  is  the 

community issue which relates to the firm’s operations. In this context, over time, the 

TMT showed their concerns: “The lifestyle of tourists, of increasing travel, is good, 

but in terms of the operation, the restriction is that nowadays people are getting more 

tougher,  and  tougher;  for  instance,  some  communities  want  to  take  the  chance  of 

demanding much more compensations sometimes making up the story in order to find 

the opportunity to sue the company, and they also claim the oil business is disgusting 

(based  on  the  classification  research  of  government  agency).  That  makes  our 

operation costs go up, and we need more CSR to support.”  

7.2.1.4  Response to Technological Environment:  

The  role  of  technology  is  arguably  one  of  the  strongest,  if  not 

strongest, contextual factors to shape business especially in this era. The contributions 

that  businesses  have  made  to  advancing  technology  and  the  benefits  that  the  firms 

have  derived  from  it  are  immense.    In  the  service  energy  industry,  BAFS  has 

developed and upgraded the Hydrant Pipeline Network by applying aircraft refueling 

innovations, boosting the efficiency of the refueling service. For instance, the service 

at the Suvarnabhumi service station was mainly for depot, that is the automated fuel 

receiving-dispensing  system  comprising  of  eight  sets  of  Variable  Speed  Drive 

Hydrant  Pumps.  These  use  inverter  technology  to  allow  for  Suvarnabhumi  airport’s 

aircraft  fuel  demands  and  to  save  energy.  The  depot  also  includes  fire-fighting 

facilities,  a  closed-circuit  television  system,  and  a  perimeter  intrusion  detection 

system. In addition to these, BAFS has also installed a fiber-optic perimeter intrusion 

system  capable  of  indicating  the  point  of intrusion  so  that  security  personnel  may 

move in to deal with intruders in a timely manner.  BAFS has an Into-Plane Service 

Substation which acts as a control center, and manages aircraft refueling work within 

Suvarnabhumi airport. All types of aircraft refueling are managed through the control 

center for aircraft refueling services. It also comprises of the Into-Plane Service office 

building, the refueling vehicles maintenance building, underground fuel storage tanks 

equipped  with  dispenser  pumps,  fuel  dispensing  spots  for  refueller  vehicles  and  the 

test  and  calibration  station.  However,  based  on  the  in-depth  interview,  TMT  further 

elaborated: “Our technology is of world-class standard in aviation refueling. To serve 

both domestic and international flights, it helps us in creating competitive advantage a 
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lot,  and  since  it  is  for  specific  purposes in  this  service  industry,  it  rarely  changes 

much.  Anyhow,  technology  helps  facilitate  our  work  flow  process  especially  in 

operations  to  meet  our  customers’  requirements  precisely”  The  technology  was 

evaluated as having a moderate impact on the firm. 

7.2.1.5  Response to Ecological Environment:   

In  this  study,  greater attention  has  been  placed  on  the  role  of  the 

external  environment,  especially  ecological  linkages  to  the  firm’s  effectiveness.  

BAFS  also  puts  this  topic  as  a  main  issue in  their  mission  and  works  towards  this 

commitment.   

From  the  above  findings  related  to  general  environment  condition,  it 

can be concluded as shown in Table Case 7.2. 

 

Table Case 7.2  Relationship Between General Environment and Organizational  

                           Effectiveness 

 
General Environment 

Condition 
Assessment by TMT 

Level of 
Assessment 

Political  
 

Confidence of foreign tourists and local consumers in 
political stability. Government policy changes such 
as relocating the hub from Don Mueang Airport to 
Suvarnabhumi airport 

High 

Economic Number of flights (international 80%, and domestic 
20%) directly impact to  BAFS’s revenue 

High 

Socio-cultural Tourist’s  lifestyles,  the  community  concerns  of  the 
environment  seriousness.  More  Corporate  Social 
Responsibility to support for understanding. 

High 

Technology Service energy industry needs technology to facilitate 
and create the competitive advantage; it is in a niche 
market.  

Moderate 
 

Ecology and 
Environment Climate 

The nature of the business, safety and environmental 
concerns are of key importance 

High 

 

7.2.2 Organizational Responses to ‘Task’ Environmental Change 
 

The specific or task environment refers to the parts of the environment that is 

directly  relevant  to  the  organization  in  achieving  its  goal  (Dill,  1958:  409;  Wheelen 

and  Hunger,  2000:  54).  Its  concept  includes the  constituencies  that  are  directly 

relevant to the achievement of an organization’s goals or those sectors which have a 

direct  working  relationship  with  organization,  among  them  such  as  customers, 

competitors, suppliers, and the labor market (Daft, 2006: 88-89).  Since the  managerial 



 

 
386

and executive levels are directly involved with the task environment contextual, thus  

the  executive’s  survey  was  also  conducted.  According to  the  respondents  (see 

Appendix: Table Case 7.A3, and Table Case 7.A4). In the survey of  BAFS’s executives 

towards  the task environment, the total six respondents of TMT executives are male, 

with  high  educational  background  (in  master’s  degree),  long-year-professional 

experience in  BAFS of at least 22-23 years, and a total working experience of over 

26  years  for  80%  (25-35  years,  SD.3.78).  Moreover,  over  a  half  (60%)  were  in  the 

tenured position for over 6 years (40% - 6-10 years; 20% - 16 years). 

According to Table Case 7.A4, the executives perceived the most unpredictable 

factor  affecting  their  firm  to  be  the Stock  Exchange  practices  (in  changes  of 

management  control  practices,  reporting  conditions,  and  corporate  governance 

procedures);  moreover,  the  most  restriction  comes  from  government  regulatory 

agencies (laws of taxation, and pricing policy), as well as the competitors’ actions in 

pricing,  and  product  quality;  these  were  the  most  uncertain  conditions,  followed  by 

the suppliers of raw material (oil products). 

 Furthermore, their least concerns of environmental uncertainty were those of 

technology  and  customers  as BAFS  already  has  specific  customers  such  as  Thai 

International,  Esso,  Shell,  and  PTT.  For competition,  there  have  recently  been  more 

new  competitors  such  as  ASIG  (Aircraft Service  International  Group)  supplying  to 

other  airlines  to  compete  in  this  service  sector.  However,  there  was  somewhat 

considerable  variation  in  managers’  perceptions  of  environmental  conditions 

(particularly with respect to the behavior of demand for new products and changes in 

production technology, as illustrated by the sizable standard deviations for those items). 

For  comparison  purposes  (as  illustrated  in  Table  Case  7.A4),  if  we  examine 

the  aggregate  means  for  all  the  items  on  environmental  uncertainty,  there  are 

difference in perceptions of BAFS and among the other energy firms (7 case studies). 

The findings showed that there was high and a little bit contradict each other over the 

energy industries. The possible explanations for this finding is that, first, since BAFS 

mainly  focuses  on  service  providers,  which is  different  from  the  other  two  groups 

(petroleum, and power generation) within the energy group which normally have total 

value  chain  starting  from  upstream  production  to  the  downstream  production,  the 

changes  in  government  regulations  such  as  laws  or  policies  on  taxation  collection, 
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pricing,  labor  laws,  and  increasing  the new  competitors  due  to  the  newly  opened 

airport of Suvarnabhumi Service Station which have affected their operations, rather 

than  the  other  firms,  directly.  For  instance,  given  the  government  policy  changes  to 

mobilize and relocate the Donmuang International Airport to Suvarnabhumi Airport, 

this will impact the business plan directly.  TMT elaborated: “Since the government 

policy is to open free competition, such as the new concessionaire at Suvarnabhumi 

Air  port,  the  new  competitor  is  ASIG  (the  joint  venture  with  a  multinational 

company); ASIG is one of the largest independent aviation services companies in the 

world  with  substantial  operations  in  more  than  65  cities  throughout  North  America, 

Europe  and  Asia.  Since  1947,  ASIG  has  been  providing  into-plane  fueling,  fuel  facility 

management,  ground  handling,  passenger, deicing,  equipment  maintenance  and 

airport  facility  services  to  commercial  airlines,  airports  and  other  industry  partners 

around the globe; therefore, this also affects our strategic plans, we have to revise and 

plan  ahead.”  Also  government  intervention  as  well  as  political  unrest  of  political 

situation  showed  clearly  that  in  the  context,  this  condition  affects  the  BAFS’ 

organizational effectiveness. Table Case 7.3 provides the conclusions. 

 

Table Case 7.3  Relationship Between Task Environment and Organizational  

                           Effectiveness 

 

Task Environment 
Condition 

Assessment by Executives’ Respondents 
Level of 
Assessment 

Customers  
 

The demand for current product, quite predictable which 
depends mainly on their strategic partners/shareholders 

Low 

Government  Government regulatory agencies changes such as in 
pricing policies, labor laws, taxation collection (excise 
tax, subsidy) policy. 

Moderate to 
rather High 

Suppliers of raw 
material 

The community concerns of the environment seriousness. 
More  Corporate  Social  Responsibility  to  support  for 
understanding. 

Moderate 

Competitors  Competitor’s  actions  in  prices  changes,  quality,  design, 
and new product offerings; only one competitor engages.  

Moderate to 
rather low 

Financial/Stock 
Exchange 

Most  concerns  on  Stock  Exchanges  market  such  as 
changes  in  management  control  practices,  reporting 
conditions 

Moderate to 
rather High 

Technology  Not much change (IT support, and production 
techniques), in line with interview, and survey 

Low 

Natural Resources 
Scarcity 

Changes in reserve or oil (mainly the supplier’s 
responsibility) 

          n/a  
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7.2.3  Relationships between The Organization and Environmental  

          Uncertainty 

According  to  the  Tables  Case  7.2  and Case  7.3,  the  ‘general  environmental’ 

conditions  which  BAFS’s  perceived  as highly  affecting  their  organizational 

effectiveness are composed of the political, economic, socio-cultural, and ecological 

environments.  For  the  ‘task  environment’  the  most  important  effect  was  the  stock 

exchange,  competitors,  and  suppliers;  meanwhile,  for  the  BAFS’s  customers  (PTT, 

Shell,  Esso  etc.),  these  factors  are  of  the  least  concern  factor  since  this  was  done 

through contract and since these customers are normally mainly their shareholders 

7.2.3.1  For Dynamism Assessment,  

according to finding, since this service aviation refueling industry was 

dependent  on  the  numbers  of  flights,  numbers  of  tourists  and  global  economic 

recession;  therefore,  the  economic  condition  has  a  highly  correlation  and  affects  on 

the firm’s effectiveness. This leads to high dynamism or a highly unstable environment 

for BAFS. 

When  digging  out  the  task  environmental  conditions,  the  study 

indicates that the most important effect was risk management in the stock exchange, 

their  new  competitors,  and  suppliers.  Basically,  munificence  refers  to  degree  of 

abundance of critical resources needed by firms such as finance, raw materials, and so 

forth, and it is the one of dominant environmental conditions which affect to the firm. 

Since  BAFS’s  business  is  different  from those  in  petroleum  manufacturing  such  as 

Bangchak Petroleum  (BCP),  and  Thai  Oil  (TOP)  which  have  high  scarcity  of 

resources and whose service has no need for raw materials depending upon the joint 

shareholders  (PTT,  Shell,  Esso,  Chevron etc.)  to  supply.  BAFS  also  has  the  same 

characteristics  as  the  power  generating  group  in  less  concern  towards  scarcity  (high 

munificence).  Moreover,  in  terms  of  complexity,  in  the  contextual  study,  for  BAFS 

this is quite ‘low’ as the company mainly focuses on domestic operations rather than 

expanding overseas. The findings support the work of previous scholars Schlesinger 

and Sathe (1992: 6-12); Kootz and Weihrich (1992: 102); Bounds and others (1994: 

615);  Kast  and  Rosenzweig  (1979:  119-125);  that  environmental  conditions  directly 

affect  an  organization,  including  managerial  practices,  non-managerial  practices  and 

organizational effectiveness, but to differing degrees. 
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In short, from the above findings, the organization’s effectiveness may 

be increasingly constrained by the level of environment uncertainty; that is, dynamism 

is the most critical condition that highly affects the operational level and effectiveness 

of  the  organization,  and  since  this  external  environment  is  uncontrollable,  the 

relationship  is  in  a  one-way  direction  to  the  organization’s  effectiveness.  The 

conclusion can be summarized as shown in Table Case 7.4.  

 

Table Case 7.4  Summary of Environmental Threat and Opportunity Perceptions of  

                           BAFS  

 

Environmental 
Uncertainty 
Conditions 

Impact towards Organizational Effectiveness, 
Level of 
Assessment 

Munificence 
(Abundance) 

+The degree of abundance of critical resources needed by 
the firms, such as finance, technology, and raw materials 

Low 

Dynamism +Frequent changes in environmental factors due to 
political-legal, numbers of laws related to organizational 
practices such as products, services, technologies, and 
customer needs 
+ Government policy changes such as relocating the hub 
from DonMueang Airport to Suvarnabhumi airport 
+ The nature of the business, safety and environmental 
concerns 
+Changes in various conditions within the organization 
reflects the numbers and diversity of suppliers, customers, 
and competitors 

High 

Complexity +The degrees of differentiation and dispersion of critical 
resources. 
+Globalization (domestic vss  international operation)  
+BAFS focuses on domestic operations rather than global 
expansion 

Low 

 
 
7.3  Strategic Action: Strategic Leadership 
 

The  previous  section  was  focused  on  external  environment  conditions  which 

impact to an organization’s effectiveness. In the next part, the focus is on the internal 

environment condition related to the internal configuration of the organization per se. 

Two dimensions are focused on: strategic leadership and organizational structure.    

In  the  literature  review,  strategic  leaders  are  viewed  as  the  group  of  persons 

who  have  overall  responsibility  for  an  organization's  outcomes  by  creating,  anticipating, 

processing in communicating vision, and aligning the allocation of resources to cope 
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with  external  opportunities.    In  the  study,  the  researcher  proposes  three  main 

components  (VIP)  of  strategic  leadership;  Vision/mission,  Process  (Communication 

ability and Alignment), and Integrity.   

Strategic leadership was studied in terms of the demographic variables in two  

components: 1) The top executive profiles such as educational background, age, and 

work  experience,  communication,  articulation,  personal  management  style,    role 

model  or  icon  of  organizational  success,  and  other  administrative  variables  such  as 

executive  team  tenure,  locus  of  control  and  power,  and  2)  investigate  the 

interrelationship  of  the  top  executives  in  the  terms  of    wisdom  -  able  to  create 

visions/mission  of  the  future  and  pursue  them;  process  -  communication  ability  to 

cascade  down  or  align  to  lower  level  of  the  organization,  and  commitment;  and 

integrity  -  demonstrates  to  others  that  they  are  worthy  of  trust,  does  not  operate  on 

hidden agendas, is frank and honest, is able to give bad news and uses power astutely. 

This  will  also  be  reflected  in  the  staff’s  loyalty  to  the  organization.  The  survey  of 

managerial and staff employees’ perceptions towards their TMTs were also explored. 

 

7.3.1  Vision/mission:  

According  to  the  2008  report,  BAFS  has  declared  their  corporate  vision/mission 

statements as follows: 

7.3.1.1  Vision:  
To  be  a  leader  in  aviation  fuelling  services  and  other  related 

businesses. 
7.3.1.2  Mission:  

Excellence in services performed to international standards to maintain  

competitive  advantage,  encompassing  all  aspects  of  aviation  fuelling,  integrating 

competent employees with modern technologies to ensure that we can deliver beyond 

customer  satisfaction  and  maximize  shareholder  returns  while  being  socially  and 

environmentally responsible. 

Moreover, the company has developed the corporate core value of 

‘BAFS’ which stands for the following: 

1)  Belief  in  Teamwork Willing  to  work  together  as  a  team, 

respect and support each other. Create good relationship to reach  BAFS's goal. 
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2)  Awareness  of  Safety  and  Quality Focus  on  the  highest 

standard  of  safety  and  maintain  quality  to  follow  international standard.  Continuous 

enhancement of the services, concern about environmental friendly and stakeholders' 

impact. 

3)  Following  Best  Practice Perform  duty  with  diligence, 

integrity,  transparency,  fairness,  and  ethics  consciousness. Protect    BAFS's  confidential 

information, benefits and assets. Follow  BAFS's code of conduct and regulations at 

all times. 

4)  Service  With  Our  Heart Service  internal  and  external 

customers with heart. Devote and respond to their needs with accuracy, promptly and 

create the good relationship to attain the highest satisfaction. 

According to Campbell and Nash (1992: 32-3), there are two concerns 

about vision as a concept are as follows: firstly, a vision begins to lose its power when 

it is achieved. It is no longer a driving force for action and the organization can begin 

to lose direction. Secondly, if a vision is so ambitious that it is unlikely to be achieved 

in the next five to ten years, it loses its power to motivate and stimulate. It becomes 

too unrealistic. 

BAFS’s current vision has just aims to be a leader in their business, but 

does not stated clearly to what the boundaries of its scope, such as focusing on leading 

in domestically or internationally. In the words of TMT: “This is the third time that 

we have changed the vision/mission; the mission by itself will align and support the 

vision.” 

Since  BAFS  so  far  has  very  few  competitors,  when  comparing  itself 

with  the  other  aviation  refueling  businesses  in  domestically,  then  the  vision  is  still 

realistic and possible, but is probably too narrow in the current competition. However, 

if  the  vision  cannot  be  achieved  within  five  to  ten  years,  it  loses  attractiveness  to 

employees as well. At the moment, there are new competitors such as ASIG. BAFS 

should be aware that the scope of business has changed.  Discussion of mission can be 

divided into two schools of thought. One approach describes the mission in terms of 

business strategy, while the other expresses mission in terms of philosophy and ethics. 

The strategy school of thought views mission primarily as a strategic tool, which is an 

intellectual  discipline  that  defines  the  business's  commercial  rationale  and  target 
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market. The second school of thought argues that mission is the cultural "glue" that 

enables  an  organization  to  function  as  a collective  unit.  This  form  of  mission  can 

amount to a business philosophy that helps employees to perceive and interpret events 

in the same way and to speak a common language (Campbell and Nash, 1992: 13).  

When  asked  about  the  visionary  ideas  of  current  top  management, 

TMT remarked: 

  

‘At  BAFS,  Khun  Chay  (the  nickname of M.R. Supadis Diskul) has 

come from a multinational company before. His view is that BAFS 

has  a  high  potential  to  expand  to  the  other  regions  and  related 

businesses as well.’  

   

Obviously,  BAFS  has  a  very  strong  enterprise  with  a  strong  strategic 

leadership. The top executive leader has been in BAFS for long time.  With the efforts 

of  Board  of  Directors,  management  team  and  all  employees  make  the  company 

success.  By  integrating  quality  services,  international  safety  standards,  innovative 

technology, the principles of good corporate governance, these are key to developing 

business efficiency, effectiveness and competitiveness. All their hard work resulted in 

not only the shareholder, investor, customer and stakeholder confidence in BAFS, but 

also the confidence of all BAFS employees.  “I would like to take this opportunity to 

show  my  appreciation  and  gratitude  toward  all  BAFS  shareholder,  customers  and 

business partners, as well as the board of directors, management, employees, and all 

other  related  parties  for  their  trust, confidence  and  support  throughout  2007  and  the 

year to come.” M.R. Supadis Diskul (Managing Director, BAFS)  

Mission statements  can  and  do  vary  in  length,  content,  format  and 

specificity.  Most  academicians  and  practitioners  of  the  strategic  management  field 

have viewed an effective statements as exhibiting nine characteristics of components. 

This  is  because  the  mission  is  often  the  most  visible  and  public  part  of  the 

corporation’s value expression, so it is important that it includes all of these essential 

components (David, 2003: 69-69). The nine components are: Customers (who are the 

firm’s customers?); product or service (what are the firm’s major offerings?); markets 

(geographically,  where  does  the  firm  compete?);  technology  (is  the  firm  technologically 
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current?);concern  for  survival,  growth,  and  profitability  (is  the  firm  committed  to 

growth  and  financial  soundness?);  philosophy  (what  are  the  basic  beliefs,  values, 

aspirations,  and  ethical  priorities  of  the firm?);  self-concept  (what  is  the  firm’s 

distinctive  competence  or  major  competitive  advantage?);  concern  for  public  image 

(Is  the  firm  responsive  to  social,  community,  and  environmental  concerns?),  and 

concern  for  employees  (are  employees  a  valuable  asset  of  the  firm?)  (David,  Fred, 

1999, 2003). 

‘Excellence  in  services  performed  to  international  standards  to 

maintain  competitive  advantage,  encompassing  all  aspects  of 

aviation  fuelling,  integrates  competent  employees  with  modern 

technologies to ensure that we can deliver beyond customer satisfaction 

and  maximize  shareholder  returns  while  being  socially  and 

environmentally responsible.’(Annual Report, 2008) 

 

In the BAFS executive interviews, the interviewees were asked about 

the new challenges and concerns for BAFS for the next five years with respect to the 

strategic leadership of BAFS. Their answers are as follows: 

 

“In the next five years there are at least 5 top team executives retiring; 

thus, we need to find the talent to fill in these positions. Our Managing 

Director has set this as the top priority in human resources development in 

order to keep the momentum of sustainable growth.  As we are in the 

service  business,  to  be  prepared on  this  point,  we  have  conducted  “a 

competency base model”, and “career path planning “for each  employee. 

The current turnover is zero.” (BAFS, 2009) 

 

From the above data obtained from in-depth interviews, archived data 

and survey, we can conclude that BAFS’ s mission statement can be summarized in 

Table Case 7.5. 
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Table Case 7.5  Evaluation Matrix of Mission Statements 

 

Mission Element Statements Evaluation 

Customers beyond customer satisfaction Yes 
Product/services  aviation fuelling services Yes 
Markets (not specified, but domestic focus) No 
Technology  with modern technologies Yes 
Concern for 
survival, Growth, 
Profitability 

maximize shareholder returns Yes 

Philosophy  (not specified clearly, but mentions to basic beliefs, and 
values  on  integrating  competent  employees  with 
modern technologies) 

No 

Self-concept  Excellence  in  services  performed  to  international 
standards 

Yes 

Concern for public 
image 

being socially and environmentally responsible Yes 

Concern for 
employees 

Integrating competent employees Yes 

 

7.3.2  Process (Communication ability and Alignment), and Integrity: 

Another  dimension  related  to  how  their vision/mission  is  putting  into  action, 

this  was  done  through  the  process  and  alignment  within  the  management  team  and 

staff.  Employee’s  attitudes  is  a  measurement  to  evaluate  the  vision  of  strategic 

leaders.  Without  vision,  strategic  leaders  cannot  lead  people  in  the  same  direction. 

Therefore,  good  vision  must  be  communicated  to  followers.  If  they  understand  the 

vision/mission  statement  clearly,  then  they  can  take  action  and  allocate  resources  to 

achieve  the  destination.  Therefore,  employee’s  attitudes  to  this  component  are  very 

important.  The  researcher  has  developed two  cross-checked  viewpoints  of  their 

strategic leadership by based on executives and employees’ attitudes.  

7.3.2.1  The Executives’ Attitudes towards the Strategic Leadership  

              Survey  

Referring to the previous survey of executives’ opinion (Appendix X: 

Tables  Case  7.A6,  and  Table  Case  7.A7),  the  executives  also  viewed  their  strategic 

leadership  as  follows:  With  regards  to  attitudes  about  their  strategic  leaders,  the 

survey  showed  that  top  executive  teams were  perceiving  as being  quite  very 

conservative.  For  instance,  over  83.3% of  executive  respondents  disagreed  and 

strongly disagreed that their TMT were risk takers (statement 8, 9, 10). Moreover, the 

management respondents were mostly agreed that their top executives encourage the 
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development of innovation and marketing strategy (statement 11). Over one-third was 

agreed  that  the  top  executives  articulated  a  clear  vision/mission  to  them  (statement 

13).  Statement  12  implied  that  one-third  viewed  top  executives  as  believing  in 

executing  the  predetermined  plan.  The  findings  show  that  there  were  a  diversify  of 

opinions  regarding  TMTs  in  implementing  predetermined  plans.  This  implies  a  gap 

between plan and real action.  This can be explained by the fact that some functions 

need  more  dynamic  and  flexible  planning  such  as  marketing  and  sales,  while  others 

need  a  certain,  identified  plan  such  as finance/accounting,  operations,  IT.  This 

matches  in  the  strategic  intent  and  realized  strategy  as  postulated  by  Hamel  and 

Prahalad.  Intended  strategy  means  the  original  strategy  that  management  plans  and 

intends to implement.  Meanwhile, the realized strategy is defined as the actual and 

eventual  strategy  that  management  implements.  The  realized  strategy  often  differs 

from  the  intended  strategy  because  of  unforeseen  environmental  or  organizational 

events  that  necessitate  modifications  in the  intended  strategy  (Hamel  and  Prahalad, 

1989; Mintzberg, and Quinn, 1996: 41-45; Hill and Jones, 2001: 28-29).  

Like many firms in the energy industry such as the PTT, BCP, EGCO, 

and RATCH cases, one big issue that cannot be overlooked is related to the problem 

of  the  succession  of  senior  management and  their  TMT’s  concerns.  In  the  BAFS 

executive  interviews,  the  interviewees  were  asked  about  the  new  challenges  and 

concerns  for  the  company  for  the  next  five  years  with  respect  to  the  strategic 

leadership of BAFS, TMT concurred: “In the next five years there are at least 5 top 

team executives retiring; thus, we need to find the talent to fill in these positions. Our 

Managing Director has set this as the top priority in human resources development in 

order  to  keep  the  momentum  of  the  sustainable  growth.  As  we  are  in  the  service 

business, to be prepared on this point, we have conducted ‘a competency base model’, 

and  ‘career  path  planning’  for  each  employee.”  Moreover,  based  on  the  HR  records 

and the interview, BAFS’ staff have been long-term employees as the current turnover 

showed zero. This implies that there is a big ‘gap’ for the succession that the company 

urgently needs to develop in order to sustain their business’s momentum. 

7.3.2.2  Employee Attitudes towards the Strategic Leadership 

In  the  research  survey  of  employee  attitudes  toward  the  current 

strategic leadership of  BAFS (see Appendix, Table Case 7.12, and Case 7.13). In the 
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study,  the  respondents  were  mainly  male  (70%),  almost  half  (46.7%)  of  them  were 

aged  between  25-34  years  old  and  the  rest  were  over  35  years  old.  Two-thirds 

graduated  mainly  with  a  bachelor’s  degree,  and  have  been  working  with  BAFS  for 

over  10  years,  followed  by  6-10  years,  and  2-5  years  respectively.  Moreover, 

according to Table Case 7.13, the findings showed that all the employees’ respondents 

agreed  and  rather  strongly  agreed  that  they  had  a  clear  understanding  of  the 

organization’s vision and mission (statements 1.1, 1.2), and this was reflected in their 

goal and work plan development. However, some are still concerned about the quality 

development policy in the working process and that their responsibilities are not clear 

(in  statements  1.4  through  1.8).  Nevertheless,  they  strongly  agreed  that  the 

organization has a good structure to support them (statement 1.9).  In terms of their 

strategic  leaders  being  icons  or  role  models  whose  actions  were  committed  to 

organization  values  and  cultures,  almost  70%  strongly agreed  and  rather  agreed 

(statements 1.10, 1.11, and 1.12). With regards to vision and mission, the employees 

agreed the mission is very strong translation (statement 1.13).  The structure and their 

decision-making  are  least  concerns.  The  employees  mostly  agreed  that  the  current 

information system is efficiently utilized (statements 1.14, 1.15, and 1.16). Also, the 

team  quite  strongly  agreed  that  they  had  self  autonomy  in  decision-makings  to  a 

certain degree. The survey was in line with what the TMTs had elaborated: “In order 

to articulate the vision, mission, and goals, we have tried to integrate all of these three 

pieces and communicate them to all employees. For instance, we focus on teamwork 

by  arranging  events  for  employees  at  lower  levels  to  participate  in  brainstorming 

sessions. This makes it clear and objective, and results in some core corporate values,  

such  as  teamwork,  safety  and  quality,  best  practices,  and  excellent  services  (service 

with  heart)  which  is  our  motto.  We  have made  a  logo,  translated  the  meaning  and 

reinforced it. Besides this, we also have evaluated the corporate value through online 

testing for employees.” 

According to the survey (see Table Case 7.A8), relating to employees’ 

work efficiency, over 97% of respondents strongly agreed, and rather agreed that their 

clear roles and responsibilities were clear and that they were able to link their work to 

the organization’s success (statements 2.1, 2.2). They  mainly  agreed  that  they  could 

demonstrate their initiative for work efficiency, with organization supports (statements 2.4, 

2.5).  Statement  2.3  demonstrated  they  mainly  agreed  that  they  understood  their 
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supervisors’  expectation.  In  terms  of  loyalty  to  the  firm,  all  strongly  demonstrated 

their pride of the organization’s reputation, recommended the company with word-of-

mouth,  work  preference,  and  were  confident  in  the  firm’s  future  (statements  3.1, 

through  3.4).  However  the  minority  of  staff  (13.3%)  were  willing  to  change  their 

work (statement 3.4). 

 

7.4  Summary of Strategic Leadership 

 

From the above evidence, strategic leadership in BAFS overall is quite strong. 

The  TMTs  are  quite  conservative  in  their managerial  style  in  the  view  of  the 

executives,  and  as  roles  model  of  the  organizations  as  viewed  by  staff.    This  shows 

the  transformation  of  vision/mission  to  policies  and  practices  is  aligned  with  the 

operations. Moreover, the translation of these visionary strategic leaders is in line with 

the scholars and business school of thoughts. Additionally, in the findings, there are 

some concerns related to the translation of quality development, with some employees 

disagreeing with current practices, human resources management, and structure supports.  

 

Table Case 7.6   Summary of Strategic leadership towards Organizational Effectiveness 

 

Strategic 
Leadership 

Impact of each Company to Organizational 
Effectiveness 

Alignment Level 
Assessment 

Vision/mission  +Has vision statements, formulated by TMT, BOD 
+Covers mainly of customers, products/services, 
growth, public images, and employees. 
+Assessed by managerial teams as strongly agreed 
with strategic leadership 

+ Assessed by employees as the icons for success, 
and committed to organization values and cultures 

High 

2.Process/ 
Alignment 
-Corporate policy 
-Employee’s work  
Efficiency 
 
 
3.Integrity 
-Staff’s  loyalty  to 
organization 

+Viewed by other executives, and employees’ 
attitudes are mainly agreed in transforming 
vision/mission into practices 
+The highest frequency of employees’ attitudes to 
alignment is clear vision in cascading down to all 
levels,  
+Creating good relationship with customers is 
everyone’s responsibility. 
+Clear in role and duty 
+ Highly loyal to organization 
-Quality development of all has more rooms for 
improvement 

Moderate and 
rather High 
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There is a gap between the intended strategy and realized strategy especially in 

what  the  strategic  leaders  plan  and  their actions.  The  findings  are  summarized  as 

shown  in  Table  Case  7.6.  Another  view  point  of  strategic  action  relating  to  the 

strategic  leaderships  and  organizational  effectiveness  is the  organizational  structure 

which is addressed in the following section. 

 

7.5  Strategic Action: Organization Structure 

  

Over  the  past  three  decades  the  BAFS’s  organization  structure  has  become 

increasingly  complex  through  continual  differentiation  and  elaboration.  This  has 

resulted from the expansion of the company into a number of new fields and programs 

efforts such as exploration, petrochemical, gas and so forth, and from the increasingly 

complex  technology,  which  requires  greater  specialization.  At  the  top  of  the  BAFS 

organization chart is the Managing Director, followed by Deputy Managing Directors, 

divisions and departments, etc. There are 41   units including 1) Managing Director, 

2)  Deputy  Managing  Directors,  and  special  divisions unit  for  Safety;  Legal  & 

Securities  ;  Occupational  Health  and  Safety  Management  Representative  (OH&SMR); 

Safety,  Occupational  Health  and  Environment;  Quality  System  Assurance  Division; 

and  Risk  Management  and  Strategic  Plan.  A  lot  of  seven  departments  and  25  sub-

units are shown in Figure Case 7.1. 

On  top  of  the  organization  is  the  Board of  Directors  which shall  consists  of 

between  11  and  15  persons  elected  and  removed  at  the  shareholders’  meetings; 

presently, the BOD is composed of 5 independent directors, and 10 senior executives 

directors  of  BAFS  who  steer  and  oversee of  the  corporation  policy.  The  Board  of 

Directors has set up various committees to help the Board in studying various issues 

in details and screening workload to improve the work efficiency of the Board. The 

committees  consist  of  four  groups:  Audit  Committee,  Remuneration  Committee, 

Nominating Committee and Risk Management Committee. 
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Figure Case 7.1  BAFS’ Organization Chart 
 

The  BAFS  organization  chart  is  presented  as  a  functional  structure  as 

illustrated in Figure Case 7.1, which is composed of two main stream functional lines 

of the Administrative and Operations divisions.  Under the Administrative Division, 

there  are  three  departments:  Finance and  Accounting,  Human  Resources  and 

Administration,  and  Business  Development  and  Marketing.    Under  the  Operation 

Division,  there  are  four  departments  and  ten  subunits:  1) Technical  Dept.(Technical 

Services,  Quality  control,  Maintenance),  2)  Depot  Dept.  (Depot  operations,  C/R 

operations and  maintenance.), 3) Aviation Refueling Dept. (Aviation Refueling, Aviation 

Information Service), and 4) Don Mueang and Regional Airport Dept. (Don Mueang 

Airport, Samui Airport, Sukhothai Airport)  

  

 7.5.1  Strategic Leaders: TMT’s Executive Profile Survey 

Strategic leaders refer to the CEO and TMT of the organization. According to 

the  human  resources  survey  of  BAFS’  TMT,  there  are  a  total  of  seven  executives. 

Their personal backgrounds are summarized in Table Case 7.7.  
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Table Case 7.7  TMT Executive Profiles Human Resources Management of BAFS 

 

Education Background  Frequency  % 

Overall  

Bachelor Degree 
               
1.0                        33.3  

Master Degree 
               
1.0                        33.3  

Doctoral Degree 
               
1.0                        33.3  

Total 
               
3.0                      100.0  

Field of Study in Bachelor Degree  

Engineering/Science 
               
2.0                      100.0  

Finance/Accounting   

Marketing & Sales   

Laws   

IT/IS   

Total 
               
2.0                      100.0  

Field of study in Master Degree  

Engineering 
               
1                        50.0  

Management/MBA   -  

Finance/Accounting   -  

IT/IS 
               
1                        50.0  

Total 
               
2                      100.0  

Field of study in Doctoral Degree  

Engineering 
                
1                      100.0  

Total 
               
1                      100.0  

 

Source:  BAFS’s HR Survey, 2009. 
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In  terms  of  executive  profiles  as  illustrated  in  Table  Case  7.7  and  Case  7.8 

according  to  the  survey,  only  three  TMT  are  studied,  and  one  was  at  the  level  of 

bachelor  degree,  one  for  master  degree  and the  last  one  was  at  the  doctoral  degree 

(plus  the  postdoctoral  from  international  university).  Basically,  the  TMT  have  the 

Engineering  background,  except  the  CEO  who  has  a  master  degree  of  Community 

and Regional Planning background.  

Even BAFS has a small team, compare with the other energy organizations in 

SET, but in terms the strategic directors, the board of directors is composed from any 

expertise  from  the  joint  partners  as  directors,  including  the independent  outside 

directors  to  help  and  lead the  BAFS’  strategic  issues.  The  average  age  of  the  TMT 

executives is  54.7 years old with a minimum of 46  and a maximum of 58 years old 

(Table Case 7.8), all of the professional experience at least 8.33 years, and with the 

current tenure position at least 5 years, Nonetheless, there is a high variation of the 

working  experiences  (SD  =10.26-11.55)  as well.  The  figures  of  age,  working 

experience and tenure are very relevant. 

 

Table Case 7.8  Descriptive Statistics of Strategic Leadership: Executive Profile of in  

                           2008-2009. 

 

Descriptive 
Statistics 
 

Age (years) 
 

Working 
Experience in the 
current position 
(tenure); (years) 

 

Experience in 
this Company 
(years) 
 

Professional 
Experience 
(years) 
 

min 46 5 5 n/a 

max 58 19 25  n/a 

Average  54.67  16.33  18.33  8.33 

Sum 164 49 55  25 
Standard 
Deviation 7.57  10.26  11.55  14.43 
 

Source:  BAFS’s, 2009. 
 

The  team  has  7-8  managers  who  control  the  technical,  depot,  refueling, 

finance  and  accounting,  human  resources and  administration,  regional  airport, 

business development and marketing departments as shown in Table Case 7.9. 
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In the BAFS executive interviews, the interviewees were asked about the new 

challenges and concerns for BAFS for the next five years with respect to the strategic 

leadership of BAFS. Their answers are as follows: “In the next five years, at least 5 

top  team  executives  will  retire;  thus,  we  need  to  find  the  talents  to  full-fill  in  these 

positions. Our Managing Director has set this as the top priority in human resources 

development in order to keep the momentum of the sustainable growth.  As we are in 

the service business, to be prepared on this point, we have conducted “a competency 

base model”, and “career path planning” for each employee. The current turnover is zero.”  

 

Table Case 7.9  BAFS’s manpower during 2005-2008. 

 

Position 2005  2006  2007  2008 

Managing Director           1              1              1               1 

Deputy Managing Director, Assitant MD.            2              2              2               2 

Director  

Division  

Department           7              8              8               8 

Middle management (manager)           7              8              8               8 

General staff       290          308          359           365 

Total Manpower       300          319          370           376 

change +/- 6.3% 16.0%  1.6%

Manpower  

Average manpower  

Division Level - - -  -

Department level 41 39 45  46

Top Management Team (TMT)           3 
 
3 

  
3  

 
3 

manpower excluded TMT 
 

297 
 

316 
  

367  
 

373 

avg manpower per TMT level 
 

99.0 
 

105.3 
  

122.3  
 

124.3 

Operations  
 

290 
 

308 
  

359  
 

365 
management levels (TM+ middle 

management) 
 

10.0 
 

11.0 
  

11.0  
 

11.0 

Span of control 
 

30.0 
 

29.0 
  

33.6  
 

34.2 

 

Source:  BAFS’s, 2009. 
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In the survey, the organizational structure of BAFS is lean and flat with few 

layers  are  designed,  and  the  middle  managers  number  only  7-8.  The  manpower 

change  was  increased  by  8%  on  average  (during  2005-2008).  The  average  range  of 

manpower per department is between 41 in 2005 in 2005 to 46 person in 2008, whilst 

the TMTs were kept in their same three positions. Over the past four years, the span 

of controls has ranged from 29 to 33 of operation staff per management. At present, 

the  span  of  control  is  34.2  on  average.  This  organization  structure  obviously 

demonstrates  the  wider  span and  low  vertical  differentiation.    In  addition,  all  things 

being  equal,  the  wider  or  larger  span,  the  more  efficient  the  organization,  and  it 

creates  a  flatter  organization  (Robbins,  1990:  88;  Robbins  and  Coulter,  2003:  260-

261). 

Additionally, in the survey, BAFS’ size (376 persons) is in medium sized, and 

quite small when compared with the other enterprises in the energy group which have 

thousands  of  employees,  such  as  PTT,  BCP,  and  TOP  with  3,636;  898;  and  858 

persons  respectively.  Half  of  the  general  staff  of  BAFS  have  graduated  below 

bachelor degree level (49%), followed by bachelor degree (40%). The rest are higher 

education.  

    

7.5.2  Organizational Structure Analysis 

The  following  study  relates  to  the  relationship  between  environment  and 

organization structure classified according to three dimensions: complexity, formalization, 

and centralization. 

7.5.2.1  Complexity  

Complexity refers to the degree of differentiation that exists within an 

organization which can be studied according to the following three sub-dimensions: 

1)   Horizontal differentiation  

Considers  the  degree  of  horizontal  separation  between  units 

based  on  orientation  of  members,  the  nature  of  the  tasks  they  perform,  and  their 

education and training (Robbins, 1990: 85-86).  For BAFS, the survey indicated that 

many divisions of labor such as the operations, administrative, and legal & securities 

units, each consisting of a variety of functional departmental works such as finance, 

HR,  and  business  development.  Moreover,  the  high  horizontal differentiation  was 
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based  on  members  who  have  diverse  training  and  background.  For  instance,  the 

Technical,  Depot  and  Aviation  Refueling which  requires  more  specialized  training 

than the other functional groups. In essence, for BAFS the horizontal differentiation 

overall is evaluated as being at the moderate level. 

2)  Vertical differentiation  

Refers  to  the  depth  of  the  organizational  hierarchy  or  in  the 

structure.  Differentiation  increases  and  hence  complexity  as  the  number  of 

hierarchical  levels  in  the  organization increases  (Robbins,  1990: 87).  In  short,  the 

more  levels  that  exist  between  top  management  and  operatives,  the  greater  the 

potential  of  communication  distortion,  the more  difficult  it  is  to  coordinate  the 

decisions of managerial personnel, and so the more difficult it is for strategic leaders 

to oversee the actions of operatives. For BAFS, a few layers (from top management to 

general staff) were designed; therefore, the vertical differentiation was at a quite ‘low’ 

level. 

3)  Spatial differentiation  

Refers  to  degree  to  which  the location  of  an  organization’s 

facilities and personnel are dispersed geographically. Since BAFS’ main operations or 

organization’s officers, and personnel are dispersed only domestically with Thailand 

and only six airports are focused on, therefore the spatial differentiation was evaluated 

as  being  at  a  ‘low’  level.  An  increase  in any  one  of  these  factors  will  increase  an 

organization’s complexity. The conclusion are described in Table Case 7.10. 

 

Table Case 7.10  Summary of Organizational Structure 

 

Complexity Reasons of assessment 
Level of 
complexity 

Horizontal differentiation  1.Number of official job titles different units   Moderate 

Vertical differentiation    2.Depth in the structure which is measured by 
number of divisions and subunits; or number of  
hierarchical levels from the top to the lowest 
levels of the organization) 

Low 

Spatial differentiation  Since the location is not only dispersed 
geographically throughout Bangkok and some 
provinces in Thailand, it does not cover any 
international flights locations. 

Low 

Overall Complexity  Low-moderate 

 



 

 
405

7.5.2.2  Formalization  

Formalization  refers  to  the  degree  to  which  jobs  within  the  organization 

are standardized and the extent to which employee’s behavior is guided by rules and 

procedures  (Robbins,  1990:  93;  Robbins and  Coulter,  2003:  263;  Mintzberg,  1979). 

Formalization  is  also  defined  as  the  extent  to  which  rules,  procedures,  instructions, 

and  communications  are  written  (Pugh et  al.,  1968:  75;  Robbins,  1990:  94).  The 

nature of the work of BAFS is to provide aviation fuel services including aviation fuel 

depot  and  aircraft  refueling  service  at  Suvarnabhumi  Airport  and  Don  Mueang 

Airport, and provincial areas in accordance with the BAFS mission with over flights. 

Into-plane  services  such  as  the  refueling  of  JET  A-1  services  at  Suvarnabhumi  and 

Don  Mueang  airports  totaled  138,551  flights  and  147,392  flights  in  2008,  and  2007 

respectively.  The  TMT  has  commented  on  the  formalization:  “Since  we  are  in  the 

aviation fuel service business; therefore, the rules and procedures are strictly adhered 

to in order to reduce the accidents. Safety is the key. We have also applied technology 

to  our  operations.  There  are  two  parts:  operation, and back office. For operations in 

conducting the aviation fuel service, the hydrant technology at Suvarnabhumi Airport, 

we have to follow the control of fuel, and detect leakages. Besides, for stock-taking, 

we have the “auto packaging system” to check and control fuel storage as well as a 

fueling control system, for every pipeline. For instance, in the ‘On Task System’, after 

finishing  the  refueling  operation,  so  that  we  can  print  the  invoice,  and  cut  the  stock 

immediately,  we  have  use  ‘SAP’  for  accounting  control.  For  the  back  office,  the 

operations are focusing on the paperless system, if possible, using an electronic form, 

an  online  system.  All  the  employees  can  log-in  and  perform  this  procedure  such  as 

sending the sick leave, vacation and so forth. In all of these operations, we invested 

over 100 million baht”.  

Obviously,  to  completely  accomplish  this  operation,  it  is  essential  to 

have  a  high  standard  operation  procedure (SOP)  to  ensure  that  there  is  no  error 

occurrence in the work. Central control is high in order to arrange and integrate work-

in-flow to ensure the safety and minimize risk in delaying the flights. However, due to 

the  technology  changes,  BAFS  has  introduced the  technology  to  facilitate  this  rule 

and regulation policy, as commented on in the interview:  “BAFS has a lot of tools 

especially  for  tracking  and  assessing  the  risks  such  as  those  of  competitors  and 
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politics by our Risk Management and Strategic Plan unit including the business risk 

as  well.    Every  unit  reports  to  the  Strategic  Management  &  Risk  Management  unit 

which acts as an information center, for instance for financial reports for cash flow, to 

ensure and build the confidence and trust of shareholders.”  

These  rules  and  regulations  in  operation  were  also  reflected  in  the 

safety procedure of which the latest safety record (25 May 2001-31 Jul 2009) showed 

5,353,021  man-hours  without  major  accidents. BAFS’  structure  formalization  is 

evaluated as being at the ‘high’ level. 

7.5.2.3  Centralization 

          Centralization  is  concerned  with  the  dispersion  of  authority  to  make 

decisions within the organization, and not geographic dispersion.  Besides this, it can 

be  viewed  more  specifically  as  the  degree  to  which  the  formal  authority  to  make 

discretionary  choices  is  concentrated  in an  individual,  unit,  or  level,  therefore 

permitting  employees  minimum,  input  into  their  work.  In  contrast,  the  more  that 

lower-level employees provide input or actually make decisions, the more decentralization 

there  is.  Centralization  is  concerned  only with  the  formal  structure  and  not  the 

informal  organization  (Robbins,  1990:  104-106;  Robbins  and  Coulter,  2003: 262). 

Moreover,  the  organization  chart  sometimes  cannot  tell  the  level  of  centralization  or 

decentralization  because  either  of  these  structures  depends  on  the  managerial  style 

(Tippawan Lorsuwannarat, 2003: 75). Regarding this perspective, the researcher also 

conducted a survey of employees’ views toward their decision-making (as shown in 

Appendix:  Table  Case  7.A7,  statements  1.14-1.15).  The  findings  showed  that  in  the 

top two opinions, the staff believed they have more say in the decision-makings which 

implied ‘decentralization’. 

In  sum,  it  is  obvious  that  BAFS  has  high  formalization,  rather  than 

complexity  and  low  centralization.  High  formalization  is  due  to  focusing  on  the 

operation  concerns,  especially those  of  for  product  quality  and  safety  control.  The 

conclusions can be seen as shown in Table Case 7.11. 
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Table Case 7.11  Summary of the Contingency Variables that affect BAFS’s  

                             Organization Structure 

 
Dimensions of 
organizational 
structure 

Finding variables that affect BAFS’ 
organizational structure 

Characteristics 

Complexity  Domestic dispersion, a few hierarchical layers/ 
levels structure, but still have a specialization by 
functional 

Moderate 

Formalization  Safety control, has procedures, rules and 
regulation of tracking system in both operations 
and back office 

High 

Centralization  -Safety control 
-All employees to have input in their decision-
makings in  the day-to-day operations, and 
immediate action. 

Low to Rather 
Moderate 

 

The  study,  according  to  Burns  and  Stalker’s  framework,  identified 

organizational environments as either dynamic or stable. Stable environments evoked 

a rigid, mechanistic structure; a dynamic environment produced a flexible or organic 

structure. In the case of BAFS, according to the assessment of top executives and the 

managerial perception survey, the company was dynamic; therefore, BAFS’s structure 

is  somewhat  consistent  with  the  prediction  of  Burns  and  Stalker’s  of  an  organic 

structure  characterized  by  flexibility  and adaptability.  Nevertheless,  when  applying 

Mintzberg’s  configuration,  for  simple  and  dynamic  and  sometimes  hostile 

environments,  the  prediction  of  an  effective  organization  should  be  that  of  a  simple 

structure; that is, coordination through direct supervision with a strategic apex on top 

(there  are  three  top  executives  in  BAFS).  In  contrast,  Mintzberg’s  configuration  of 

this structure should be typically young and small. In BAFS’ case, the company has 

been developed over 26 years, with 376 members of staff with strong experience since 

the work requires high specialization in the fuel filling process and flow of authority, 

and  the  regulated  system  is  significant  throughout  the  organization.  Therefore,  the 

evoked structure was prone to that of a ‘machine bureaucracy’ type. However, BAFS 

main  focus  is  on  the  six  airports  domestically.  The  number  of  flights  are  the  key 

sources  of  revenue;  therefore,  complexity  was  quite  low  in  terms  of  spatialization, 

verticalization, and wide span of control (low horizontalization). Moreover, with the 

evidence  that  the  current  information  technology  system  facilitates  their  operations, 

and makes them more flexible instead of more solid in obeying the TMT orders all the 
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time,  the  staff  showed  that  they  have  more  flexibility  in  decision-making,  but  still 

work under the standard operating procedures.   This implied that the structure is well 

suited  to  the  ‘organic’  type as  well.  In  short,  BAFS’  structure  was  a  hybrid  or  mix 

between machine bureaucracy and organic structure.  

According  to  the  above  analysis,  the  relationship  between  the 

environment  and  organizational  structure  of  BAFS  can  be  summarized  as  shown  in 

Tables  Case  7.12,  Case  7.13.  Regarding  the  research  findings  of  the  impact  of  all 

environmental conditions on the organizational structure of BAFS, they do not have 

enough influence on all structural dimensions. 

 

Table Case 7.12  Summary of predicted and real structural characteristics of BAFS  

                             under unstable and unpredictable environment of BAFS’s  

                             executives by Burn & Stalker 

 

Variables 
Predicted structural 
characteristics of firm 

according to Burn & Stalkers 

Real structural characteristics of 
the firm 

Environment 
Unstable and Unpredictable 

(Dynamic) 
Unstable and Unpredictable 

(Dynamic) 

Organizational Structure Organic  Organic  

Formalization Low High 

Centralization Low Low to Rather Moderate  

Complexity  Low 
Moderate to Rather Low (low in 
spatialization, verticalization) 

 

Therefore,  the  environment  condition  does  not  seem  a  major  determinant  of 

BAFS’s  structure  in  this  regard,  and  will  lead  to  the  sub-optimization  of  organizational 

effectiveness.  The  company  by  definition  will  not  be  in  line  with  what  Mintzberg’s 

recommendation  or  Burns  and  Stalkers’  (1978)  prediction  to  increase  organizational 

effectiveness (Mintzberg, 1993: 280-281). 
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Table Case 7.13  Summary of predicted and real structural characteristics of BAFS  

                             under unstable and simple environment by Mintzberg 

 

Variables 
Predicted structural 

characteristics of firm according 
to Mintzberg 

Real structural characteristics 
of the  firm  

Environment Dynamic and Simple Dynamic and Simple 

Structure Simple Structure Machine Bureaucracy 

Formalization Low High 

Centralization High Low to rather moderate  

Complexity  Low 
Moderate to rather low (low in 
spatialization, verticalization) 

 

7.6  Relationship of Strategic Stance–Environment-Structure  

 

As mentioned in the literature review, in this research study, Miles and Snow's 

(1978) framework is applied to the study because the most important research on the 

strategy-structure relationship has employed this framework (Robbins, 1990: 130). In 

the level of competitive analysis within a particular industry or strategic group, these 

types  of  strategy  characteristics  useful  for  the  various  competitors  for  predictive 

purposes  (Miles  and  Snow,  1978);  that  is, the  key  element  in  Miles  and  Snow's 

strategy-structure  theory  is  the  management's  assessment  of  environmental 

uncertainty. If management selects a defender strategy, for instance, it suggests that it 

perceives  the  environment  as  stable.  Of  course,  perceptions  of  environmental 

uncertainty are not objective interpretations. Managers in two organizations can face 

exactly the same environment condition and perceive it very differently. Theoretically 

speaking, ‘Analyzers’ try to capitalize on the best of both the preceding types. They 

seek to minimize risk and maximize opportunity for profit. Their strategy is to move 

into new products or new markets only after viability has been proven by prospectors. 

Analyzers  live  by  imitation.  They  imitate  from  the  prospectors.    They  essentially 

follow their smaller and more innovative competitors with superior products, but only 

after their competitors have demonstrated that the market is there. They also seek both 

flexibility and stability. They respond to these goals by developing a structure made 

up  of  dual  components.  Parts  of these  organizations  have  high  levels  of  standardization, 

routinization, and mechanization for efficiency. Other parts are adaptive, to enhance 

flexibility.  In  this  way,  they  seek  structures  that  can  accommodate  both  stable  and 
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dynamic  areas  of  operation.  The  current  structure  of  BAFS  also  seeks  to  be  more 

flexible  by  introducing  IT  to  facilitate  their  operations,  especially  for  the  ‘service’ 

which needs the ‘right process, high productivity and reliability under the well trained 

staff  as  mentioned  in  the  8P’s  strategy for the service industry (Lovelock, 2002). In 

addition,  if  situations  change  rapidly,  then  the  demanding  of  organizations  to  move 

fully  in  either  direction  and  their  ability to  take  such  actions  is  severely  limited 

(Robbins,  1990:  131-132;  Miles  and  Snow,  1978:  30;  Tippawan  Lorsuwannarat, 

2003: 100-101). In addition, according to the executives’ perception survey (see Table 

Case 7.A5, statements 1-3), half of the executives believed in the prospective strategy 

in  exploiting  opportunities,  and  maximizing  profits  is  the  main  strategic  direction, 

even though some (16.7 %) did not agree, as they believed in innovation as the key to 

success. In short, the findings was quite obvious and the firm’s main focus was prone 

to  innovation.  Nevertheless,  as  in  previous  analysis,  the  current  structure  of  BAFS 

was still not able to support much as recommended by Miles and Snow. (1978) 

Besides,  to  provide  aviation  fuel  services  including  aviation  fuel  depot  and 

aircraft  refueling  services  at  Suvarnabhumi  Airport  and  Don  Mueang  Airport  and 

provincial  areas  in  accordance  with  the  BAFS  mission,  the  strategic  stance  that  the 

company employed can be classified as an analyzer strategy according to Miles and 

Snow  (1978)  because  it  offers  a  limited  set  of  products  or  services  to  a  narrow 

segment  of  the  total  market.  Thus,  there  is  high  horizontal  differentiation  and 

centralized control. However, upon questioning the top management team further, the 

TMT elaborated: “We assessed our organization as an analyzer because we strongly 

analyze the situation and all the risks that may affect the business.” One more thing 

related to risk assessment, BAFS, like other companies in the SET has described this 

concern  and  needs  to  have  more  information  technology  to  support  the  workflow 

process in increasing efficiency and accurate information to cope with the situation.  

The TMT mentioned: “BAFS updates the Stock Exchange of Thailand on the 

situation of the corporation every quarter, and informs the analyst and investors. This 

is  to  ensure  that  even  minor  shareholders  receive  the  benefits  of  information  to 

strengthen the confidence of corporate performance especially for dividend payments.”  

For  the  above  reasons,  in  the  relationship  of  environment-structure-strategy, 

BAFS’s strategic typology is still that of an analyzer. The conclusions on the findings 

can be summarized as shown in Table Case 7.14. 
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Table Case 7.14  Summary of predicted and real strategic stance characteristics of  

                             BAFS 

  

Determinant    
variables 

Predicted strategic types of the firm 
according to Miles & Snow 

Real characteristics of the  firm  
by strategic leaders-TMTs 

Strategic Stance Analyzer Analyzer 

Goals 
Stability and flexibility, Hybrid  Dynamic and low complexity, 

Hybrid 

Environment Changing or Hybrid Changing or Hybrid 

Structure Functional 

Formalization High 

Centralization Low to rather moderate 

Complexity  

Moderately centralized control; tight 
control over current activities; looser 
controls for new undertakings, matrix 

structure Moderate, quite low (domestic 
focus, low verticalization) 

Product 
- Core of traditional products; Enter 
new market after viability established 

by prospectors 

Hybrid - both stability and 
efficiency in operation,  domestic 

domain 

 

7.7  Relationship of Strategic Stance and Organizational Effectiveness 

 

The last part of the study explores the interrelationships of the overall organization 

effectiveness and strategic stance using the balanced scorecard concepts as follows: 

 

7.7.1  Financial Perspective: 

In  order  to  measure  the  effectiveness of  the  organization  as  against  their 

objectives  in  maximizing  shareholder’s  wealth,  the  first  measure  relates  to  financial 

measure, which was derived by using the archived data from the SET. According to 

BAFS’s  financial  reports  during  2005-2008  and  1H2009,  the  analysis  can  be 

summarized as shown in Table Case 7.A8.  

To measure the success of the firm in terms of financial performance, five key 

financial ratios were selected: Return on Asset (ROA), Return on Equity (ROE), Debt 

to Total Equity (D/E), gross profit margin, and net profit margin. By using 2004 as the 

basis for growth change computation, the researcher could make a comparison of the 

performance each year, and at the same time in order to compare across BAFS within 

the same industry, the Z-Core, and T-score were applied as shown in Table Case 7.15.  

Comparing the five key performance indicators with the total industry (seven 

companies),  the  overall  results  show  that  during  the  1H2009  of  the  study  period 
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BAFS  was  ranked  as  having  a  moderate    (2.4  out  of  5)  performance  (Appendix  K. 

Table K7.1 through K7.5, Table Case 7.15, and Table Case 7.16). 

 

Table Case 7.15  Financial Analysis of BAFS (2005-2008, and First Half of 2009) 

 

Y/E '05 Y/E '06 Y/E '07 Y/E '08 Q1 '09 Q2 '09

31/12/2005 31/12/2006 31/12/2007 31/12/2008 31/3/2009 30/6/2009

6,649.92 7,508.70 7,500.44 7,060.63 7,047.15 6,928

4,213.69 4,842.21 4,460.86 4,069.76 3,950.10 3,828

2,090.86 2,310.08 2,645.52 2,825.15 2,963.98 2,959

425 425 510 510 510 5

1,220.49 1,532.59 2,258.09 2,127.01 510.54 992

417.57 461.47 543.34 437.73 108.02 231

1.06 1.09 1.14 0.86 0.21 0

10.74 10.23 13.4 11.45 10.58 10

21.39 20.97 21.93 16 14.09 14

34.21 30.11 24.06 20.58 21.16 23

30/12/2005 29/12/2006 28/12/2007 30/12/2008 7/8/2009 24/8/2009

9.63 10.94 9.67 5.73 8 8

1.92 2.04 2.22 0.97 1.09 1

4.75 5.14 5.04 5.45 5.81

3.52 5.9 3.12 9.81 6.3 5

9.1 10.5 11.2 5.3 6.35

3,867.49 4,462.48 5,711.97 2,702.99 3,238.48 3,416

Equity

(Unit: M.Baht)

Period

as of

Financial Data

Assets

Liabilities

ROA(%)

Paid-up Capital

Revenue

Net Profit

EPS(Baht)

Financial Ratio

P/BV

ROE(%)

Net Profit Margin(%)

Statistics as of

P/E

Market Cap.

p

share(Baht)

Dvd. Yield(%)

Last Price(Baht)

 

Source:  SET, SETSMART, 2004-2008. 

 
Table Case 7.16  Finance Analysis related to Organizational Effectiveness 
 
Financial ratio PTT BCP TOP EGCO BANPU RATCH BAFS  industry

ROA (%) 1 2 1 2 5 5 2 1

ROE (%) 1 2 1 1 4 3 1 1

- D/E Ratio (times)  3 3 2 4 4 5 5 4

- Gross Profit Margin(%) 2 5 3 2 3 5 2 3

- Net Profit Margin (%)  2 5 3 4 5 5 2 5

ROA (%) very low low very low low very good very good low very low

ROE (%) very low low very low very low good good low very low

- D/E Ratio (times) moderate moderate low good good very good very good good

- Gross Profit Margin(%) low very good moderate low moderate very good low moderate

- Net Profit Margin (%) low very good moderate good very good very good low very good

COMBINATION

Financial Assessment 1.8 3.4 2.0 2.6 4.2 4.6 2.4 2.8  
 
Note:  1)  Archived data was based on SET Smart, 2004-2009 Analysis     

           2)  For Industry was based on average for 7 companies for calculating Z-Score,   

                T-Score to transform the raw data as a normalized score for comparison.  

           3)  Low = 1.0-1.66;  Moderate = 2.34- 3.66 ; High =  3.67-5.0 
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7.7.2  Customer Perspective: Customer Satisfaction 

In terms of the linkage of  BAFS’s strategic direction and operation, the study 

aims  is  to  find  BAFS’s  commitment (Responsibility  towards  Consumers  policy)  in 

providing their customers with clearly stated corporate value to supply oil and serve 

the customer demand and maximize customer satisfaction as well as trust in product 

and service quality, and whether it is in line with BAFS’ mission/vision. The findings 

confirmed their current visionary direction and implementation. 

To  evaluate  the  BAFS’s  performance,  the  researcher  interviewed  their  main 

clients  –  the  Executive  Director  of  Thai Airways  International  Airline  (THAI)  who 

has high experience of more than 23 years of dealing with the airline business. Since 

the  client  respondents  are  at  the  executive  level  and  have  been  working  in  a  good 

relationship  with  BAFS  for  many  years, their  names  were  not  disclosed  in  the 

interests of confidentiality and to encourage honest insights. THAI elaborated on their 

relationship  with  BAFS:  “Thai  Airways International  has  two  roles  -  as  the 

shareholders with around 22%, and also as the customers of BAFS. Talking about the 

performance of BAFS, I believe BAFS has performed very well.” 

Since  there  are  two  big  players  in  this  service  energy,  BAFS  and  ASIG,  in 

terms  of  the  comparison  between  their  strengths  and  weaknesses,  THAI  said  the 

following: “At DMK Airport there is only BAFS, but at Suvarnabhumi Airport, there 

are  both  services.  In  terms  of  strengths  both  are  quite good  but  from  different 

perspectives.”  The  interviewees  were  also  asked  about  their  customer’s  role  -  what 

criteria  they  used  to  choose  the  service  provider,  for  any  reason  besides  being  a 

shareholder: “Yes, THAI, can choose anyone, either BAFS or ASIG. But to be frank, 

we  are  still  not  confident  about  using  another  apart  from  BAFS  because,  first,  even 

though  THAI  is  the  shareholder  of  BAFS, we  found  the  service  price  to  be  quite 

reasonable  and  good  quality  product  during the  handling  from  the  Aviation  Fuel 

Depot to airline. We are also confident in BAFS because as you know, they’ve been 

in this industry so long with their expertise. It is quite clear their process is solid, and 

they have reliable quality.” THAI were asked to provide more reasons as to what they 

believe BAFS should do to perform satisfactorily to their clients: 
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‘We see BAFS has the reputation of its brand name, high standard in 

handling  product/service  quality.  For the  staff,  their  courtesy  and 

handling of our complaints effectively. Or providing quick feedback of 

what  they  have  been  doing  and why.  As  regards  the  ability  and 

competence of the staff overall, I would evaluate BAFS as having done 

the job very well.’ (Interviewed, Director of THAI, July, 2009) 

 

“If you are talking about their process and facilities, so far BAFS can perform 

as a world class standard firm.” TMT added. In the survey, the client evaluated BAFS 

out of 5; the scores ranged from 4 for process and facilities and a 5 for the information 

given to their clients. The overall findings showed that the customer viewed BAFS as 

being be able to provide a performance of ‘high’ satisfaction (4.17 on average).  

The  relationship  between  the  client  and the  firm  should  be  strengthened  and 

there  is  a  need  for  quick  solid  feedback in  order  to  create  customer  satisfaction 

(Kotler, 2000; Lovelock, 2001).  This relationship was also addressed by the clients: 

“For the issues related to BAFS, we think it should be low. This is because we have 

three channels for feedback: one is the (THAI) shareholder role, we are in the Board 

of Directors of  BAFS; second, we are in the fuel-felling Operation Committee; and 

third, we are the customer;  then, when any issue occurs, we will know. The feedback 

is very quick and very good, it is clear about what is going on and how the problem is 

being fixed.” This relationship was also reflected in the strategic partnership between 

BAFS and its clients. For instance, THAI remarked: “Perhaps, one of the solid points 

is  that  we  are  the  strategic  partners.  BAFS  probably  has  different  competitive 

advantages over their competitors - for instance, we can buy the service from BAFS 

directly  while  other  airlines  need  to  contact  the  oil  companies  such  as  PTT,  ESSO, 

Shell,  Petronas,  and  so  forth,  and  then  these  oil  companies  will  contact  the  service 

provider, either BAFS or ASIG.”  

Moreover, in terms of the overall evaluation of BAFS, THAI has evaluated the 

BAFS  satisfaction  score  as  ‘high’  in  terms of  their  new  ideas  of  service,  even  to 

recommending the company to other clients as the first choice. The overall score was 

rated 4.2 out of 5. Another example of the key to success in customer satisfaction is 

being dynamic and flexible enough to adjust the company’s performance to meet the 
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customer’s  requirements.  On  this  point, the  clients  gave  the  following  comments: 

“The  problems  involving  the  Donmuaeng  and  Suvarnabhumi  airports  had  a  huge 

impact on us (airline business, tourism). You can see that over the last several years, 

unfortunately, we suffered several effects from the airport closure, the political unrest, 

and  even  recently  from  the  H1N1  outbreak. All  of  these  events  put  us  in  a  very 

difficult  situation;  nonetheless,  we  have  adjusted  our  routes  from  eastern  countries 

such as Japan, China, and Korea, to refocus on the western countries such as Europe 

and the Middle-East due to their high purchasing power. All of these countries have 

different  viewpoints  such  as  the  Japanese, who  are  strongly  concerning  with  health, 

while the Chinese have shifted their focus to internal tourism instead of that outside. 

We  therefore  need  to  adapt  and  change,  and  BAFS’  operations  have  served  us  very 

well throughout such changes.” 

From the above data, interviews, and survey, the overall finding of customer 

satisfaction for BAFS was rated as “high” (score 4.2 of 5) 

 
7.7.3  Internal Process 

 Relating  to  internal  process,  there  are  four  perspectives:  safety  index,  total 

quality  index,  employee’s  efficiency,  and  loyalty  to  organization.  The  first  one  can 

obviously  be  seen  from  the  archives  on  the  safety  of  the  firm,  as  this  is  the  energy 

business, less or no accidents are key success factors. The evidence here shows ‘high’ 

effectiveness. According to the BAFS’ safety record from 25 May 2001-30 Jun 2009, 

there  were  no  accidents/incidents  for  5,289,993 man-hours.  At  BAFS,  great  deal  of 

importance  is  attached  to safety  and  fire  prevention  throughout  the  process  of 

operation.  BAFS’  goal  is  to  achieve 6,000,000  man-  hours  without  a  lost  time 

accident. This illustrates BAFS’ focus on safety and excellent internal process in its 

operations.    Besides  this  evidence,  TMT  also  added:  “At  BAFS,  safety  is  our  most 

important  concern  as  it  demonstrates  the  “Brand  Image  of  BAFS”,  especially  for 

customers  and  stakeholders.  We  have  obtained  OSHA  8001  version  2007,  to  meet 

international standards, It took 8 months in 2008 and the standard complied with 126 

issues of Thai Law, ISO 9002 Version 2008.  This was stated clearly in the KPIs.” 

 For  the  other  three  dimensions,  the researcher  conducted  a  survey  via 

questionnaire  relating  to  the  employee  attitudes  towards  these  measures.  With 
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reference  to  Tables  Case  7.A6,  Case  7.A7, and  Case  7.A8,  (see  Appendix  X),  the 

findings are as follows: 

The  findings  showed  that  the  employees  agreed  that  the  total  quality 

management  program  such  as  the  corporate  goals  and  work  plan  development, 

working process policy and responsibility changes were highly recognized, and that 

cooperation,    resources  sufficiency,  and   organizational  structure  were  all  working 

very well (statements 1.3 through 1.7, 1.9). In terms of human resources management 

to aid program, the knowledge of staff for quality development program, these were 

all viewed as moderate (statements 1.5, 1.8). In short, there is room to improve this 

quality development area especially for human resources management. In addition, in 

the  previous  analysis  of  employees’  efficiency,  work  commitment,  and  loyalty  to 

organizations, the finding showed that the employees’ roles and responsibilities, and 

work efficiency were able to link to the organization’s success (statements 2.1, 2.2, 

2.3).  Moreover,  this  led  to  their  high  commitment  as  seen  in  their  loyalty  to  their 

organization as well (statements 3.1 through 3.4). 

 In  sum,  the  overall  evaluation  of  these  measures  was  rated  as  “high”  (3.91 

out of 5). 

 

7.7.4  Learning and Growth 

For the last dimension of the organizational effectiveness study, the researcher 

reviewed the survey of employees’ attitudes, as well as the interviews of the executive 

management team, relating to training and development, career path development and 

their satisfaction. 

 The response from the employee’s survey (as shown in Table Case 7.A9) is as 

follows: 

7.7.4.1  Training & development:  

The  survey  showed  that  over  73%  somewhat  moderately  agreed  that 

they received enough training (statement 4.1), but were strongly satisfied with having 

the opportunities to learn and develop themselves, as well as having a challenging job 

and  working  in  a  team  to tackle  issues  (statements 4.2  through  4.4).  This  figure 

implied that the majority of employees have been well-trained, which is fairly aligned 

with what the TMT said in the interviews. However, as regards career development, 
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over  80  to  90%  of  employees  tended  to  be  rather  highly  satisfied  with  their  career 

development path, demonstrating their talent in different ways, and also job security 

(statements 5.1, 5.2, 5.4). Almost one-third felt they had no chance of being promoted 

(26.7%)  (statement  5.3).  Additionally,  almost  two-thirds  (66.7%)  up  to  83.3% 

demonstrated  their  chances  to  presenting  their  great  work,  and  received  supervisory 

support  (statements  5.4  through  5.6).  In  addition,  in  terms of  employee  satisfaction, 

the survey showed that over 95% of the staff respondents were mainly proud of their 

responsibilities  (statement  6.1),  and  were  mostly  happy  with  the  current  position 

satisfied  with  their  present  job  (statements  6.2,  6.3).  Over  80%  agreed  that  the  firm 

puts  the  right  man  in  the  right  job  and  that  the  job  fits their  capabilities  (statements 

6.4, 6.5).  Almost one-fifth (23.4%) demonstrated concerns about office politics, but 

half  neither  agreed  nor  disagreed  (statement  6.6).  In  the  last  part  of  the  survey,  the 

employees  clearly  demonstrated  that  they  were  mostly  satisfied  and  agreed  with  the 

CSR  in  terms  of  social  responsibility,  corporate  role,  community  support  programs,  

and products and services (statement 7.1-7.5). Over 87% showed strongly satisfaction 

and agreement with BAFS’ operations (overall mean 4.2, SD 0.55, alpha 0.88069). In 

sum, the Learning & Growth dimension was evaluated as “high” (3.81 out of 5). 

 

7.7.5  Overall Evaluation of Organizational Effectiveness 

According  to  the  study,  when  combining  all  four  measures  by  the  balanced 

scorecard concepts, and applying the composite index factors of Best Practices, LLC 

(Kaplan  and  Norton,  2001:375-376),  the  computation  was  3.69  out  of  5-scale.  The 

figure  implied  that  BAFS’  organizational  effectiveness  during  the  first  half  of  2009 

was “high”.  From the above findings during first of half period of 2009, the organizational 

effectiveness of BAFS can be summarized as shown in Table Case 7.17.  

 

7.8  Summary 
 

In the case study of BAFS, the findings can be summarized as follows: 

7.8.1  External  environment  condition:  there  is  an  interrelationship  between 

the external environment and organizational effectiveness. The findings show that the 

‘general’ environment of political, economic, socio-cultural, and ecological variables 
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highly  impact  organizational  effectiveness.  For  the  ‘task’  environment  condition, 

especially  government  policy,  finance/SET are  key  with  ‘moderate  to  rather  high’ 

impact,  and  ‘moderate’  concern  as  regards  suppliers  and  competitors.  The 

environment is dynamic, low in complexity (domestic focus), with moderate to rather 

high scarcity (low munificence).  

 

7.8.2  BAFS’  strategic  leadership  is  rated  as  ‘high’  due  to  the  strong 

experience  of  the  top  executive  management,  clear  communication  of  the 

vision/mission  throughout  the  corporation. There  was  high  concern  in  terms  of 

strategic leadership shortages in the next few years as a lot of top management team 

members will retire. From the strategic point of view, the company must have a good 

succession plan to cope with this. 

 

7.8.3  BAFS’  organization  structure  is  functional,  highly  formalized,    highly 

centralized,  but  low  to  rather  moderate  in  complexity.  This  leads  to  the  hybrid  - 

flexible,    but  still  stringently  controlled  in  safety  and  cost  efficiency  which  requires 

stability and structural characteristics consistent with Miles and Snow’s analyzer. 

  

7.8.4  Even  though  in  the  first  quarter  of  2009,  BAFS  moderately 

underperformed  financially,  the  firm  is  strong  in  ‘non-financial’  effectiveness.  The 

current environment-structure-strategic leadership-strategy, the customer satisfaction, 

internal process, and the learning & growth were evaluated as ‘high’ in effectiveness. 

As a result, the overall organizational effectiveness was also assessed as ‘high’.  
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Table Case 7.17 Summary of Organizational Effectiveness of BAFS 

 

Variables  Measures Levels Scores  Interpretation  of 

Organizational 

effectiveness Level 

Financial  -Return on Assets 
(ROA) %;-Return 
Equity (ROE) %;-Gross 
Profit Margin (%); - Net 
Profit Margin (%)  

Obtained data from Stock 
Exchange Market, a time 
series from 2005 - 1 half of 
2009,  with 2004 as the base 
index, standard score 
adjustment for Z-Score, and 
T-score and average for 7 
companies as the industry 
average 

2.40 Moderate and rather 
low 

Customer 
Satisfaction 

-Customer Satisfaction 
Index 

Assessment from customers 
survey 

4.2 High 

Internal 
Process 

-Safety  index (achieved 
data) 
-Total quality 
index(item 1.3-1.9) 
-Employees Efficiency 
and commitment (item 
2.1-2.5) 
-Loyalty to organization 
(item 3.1-3.4) 

-Safety Record of BAFS 
shows  
 as of 25 May 2001 - 30 Jun 
2009  
5,289,993 hours no 
accidents,  
which demonstrates high 
internal process in control 
- BAFS had received Top 
Corporate Governance 
Report Awards 2008 
-A combination of survey of 
internal process 
 

3.91 High 

Learning & 
Growth 

-Training & 
Development (item 4.1-
4.4) 
-Career Development 
opportunity (item5.1-
5.6) 
-Employee satisfaction 
index(item 6.1-6.6) 

A combination of survey of 
training & development, 
career development, and 
employee satisfaction index 

3.81 High 

Overall 
Composite 
Index 

Summation of four 
measures 

A combination of four 
factors 0.167*(Finance 
+Customer + Learning & 
Growth)+ 0.5* Internal 
Process) 

3.69 High 

  

Note:  For financial measure 

           1)  Archived data was based on SET Smart, 2004-2009 Analysis     

           2)  For Industry, this was based on the average of 7 companies for calculating        

                Z-Score, T-Score to transform the raw data as a normalized score for comparison. 

           3)  Low: 1.0-2.33; Moderate: 2.34-3.66; High: 3.67-5.0 

           4)  For statements or items, please see details in Appendix X 
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CHAPTER 5 

 

SUMMARY OF ENERGY GROUP CASE STUDIES, 

 

DATA ANALYSIS AND INTERPRETATION 

 

This chapter attempts to weave together the disparate elements in the previous 

chapter  to  provide  a  more comprehensive  understanding of  the  interrelationships 

among  the  variables  of  strategic  management,  strategic  actions  in  both  external  and 

internal  environmental  conditions,  strategic  leadership,  organizational  structure, 

strategic  stance  which  contribute  to  the  effectiveness  of  the  energy  industry  in 

Thailand.  It  also  attempts  to  identify  the most  influential  contingency  variables  in 

determining  the  organizational  effectiveness  of  each  group,  laying  the  basis  for 

recommendations, to be covered the next subsequent and final chapter of the study. 

 

5.1  Environment and Organization Effectiveness 

 

  Seven case studies were explored in the energy industry with differences in the 

nature of their operations. Three types were investigated: 

5.1.1  Related to oil or petroleum products and its associated value chains, this 

can be observed in the case studies of PTT Group, BCP, and TOP cases 

5.1.2 Related to the power generating (electricity) group, this can be seen in 

the case studies of EGCO, BANPU and RATCH, and 

5.1.3  Related to service energy in the case of BAFS. 

  Table 5.1 illustrates the comparison of the seven cases studied. The findings of 

the research study can be summarized as follows: 

 

5.1.1  External Environmental Conditions 

The  selected  energy  group  of  environment  for  this  study  consists  of  two 

important variables: l) general environment consists of the political-legal, economic, 
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socio-cultural,  technological,  and  ecological.  2)  The  task  or  specific  environment 

includes  customers,  suppliers,  government  agencies,  competitors,  and  natural 

resources.  Besides,  the  study  attempts  to  measure  the  uncertainty  environment  from 

three perspectives, in terms of munificence-scarcity degree, the dynamic-stable level, 

and finally, the simple-complex of the environment.  

 

5.1.2  General Environment  

Despite the seven case studies being in the same industry, by nature there are 

some  differences.  General  environment  or  societal  environment  is  defined  as 

everything  outside  the  organization  such as  political-legal conditions,  economic 

factors, socio cultural influences, demographic conditions, technological factors, and 

global  issues.  It  basically  does  not  directly  affect  the  short-run  activities  of  the 

organization  but  it  often  influences  the  corporation’s  long-run  decisions  and  can  be 

measured by risk management. Moreover, this general environment can be seen as the 

opportunities and threats of the firms. For instance, David (2003: 80) recommended 

that the firm should conduct an external audit, and the main purpose of the audit is to 

develop  a  finite  list  of  opportunities  that  could  benefit  a firm  and  the  threats  that 

should be avoided. 

  5.1.2.1  Political-Legal Conditions 

  In  domestic  and  foreign  governments  (in  cases  of  diversification  to 

international) are major regulators, deregulator, subsidizers, employers, and customers 

of  organizations,  they  therefore  can  represent  key  opportunities or  threats  for  the 

firms.  

  For the petroleum or oil group, in the case studies, the executive team 

viewed the political-legal condition to have a significant impact on corporations, most 

obviously in PTT and TOP and ranging from ‘moderate’ to rather high, and ‘high’ in 

BCP.  
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  For  the  power  generating  group,  it was  obvious  this  political-legal 

condition has a less power impact, compared with the first group, the finding shows 

that this condition has a  low impact on the firms (EGCO, BANPU) due to basic long-

term contract operations. However, it has a moderate impact in the case of RATCH 

due to their operation being more like a small ‘state-enterprise’ in the firm. 

 

 

 

  For  the  service  group,  the  BAFS  case  showed  that  this  condition 

‘highly’  affected  organizational  effectiveness;  for  instance,  government  policy 

changes  such  as  relocating  the  hub  from  Don  Mueang  Airport  to  Suvarnabhumi 

airport,  and  the  confidence  of  foreign  tourists  and  local  consumers    regarding  

political instability.   

 

 

 

  The  top  management  team  viewed the  political-legal  condition  to  not 

normally have a direct impact, it forces in the medium to long-term. However, since 

the  government  agencies  can  exert  their  power  through  issuing  policy,  for  instance, 

the case of the LPG subsidy for households, and taxis or other transportation vehicles. 

Since  LPG  is  normally  imported  from  overseas,  the  price  is  much  higher  than  the 

local price (2-3 times), so the government subsidized the gap via oil funds, sometimes 

corporations to hold the burdens, as in the case of PTT. This impacts organizational 

effectiveness.  Therefore,  the  political-legal  condition  can  be  partly  positive  or 

negative in its effect on organizational effectiveness.  

  5.1.2.2  Economic Conditions 

  In  this  study,  as  the  domestic  and  global  economies  are  slowly 

recovering  from  recession,  consumer  confidence  and  disposable  income  are  at  their 

lowest  in  a  decade,  whereas  unemployment  and  consumer  debt  are  their  highest. 
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Market stock prices, interest rates, corporate profits, export and imports have all been 

very low in Thailand over the last couple of years. The economic conditions have  a 

direct  impact  on  the  potential  attractiveness  of  various  strategies,  for  instance,  the 

propensity of people to spend, interest rates, inflation rates, gross domestic products, 

trends,  consumption  patterns,  unemployment  trends,  SET,  stock  market  trends, 

import/export factors, tax rates (excise, subsidy), oil and electricity prices fluctuation, 

monetary, and fiscal policies.  

  For  the  petroleum  or  oil  group,  the  study  showed  a  high  impact  by 

economic condition the firm in the experience of the top executive management; for 

instance,  when  interest  rates  rise,  funds  needed  for  capital  expansion  become  more 

costly  or  unavailable  for  their  project  expansion.  When  stock  prices  increase,  the 

desirability of equity as a source of capital for market development increases. 

 

 

 

  For the power generating group, the finding ranged from low to rather 

high  impact.  EGCO  and  BANPU  viewed  economic  conditions  as  influencing  their 

strategic  stances.  For  instance,  the  strategic  decision-making  in  investment  was 

mainly forecast based on economic assumptions. This raised the degree of its impact 

on the plan. Since the economic downturn and the decline in the demand for energy, 

EGCO needs to readjust all strategic plans to cope with the situation, such as spin-off 

their  business  shares  in  the  SPPs,  (the case  of  Amata-EGCO  Power  Ltd.  (AEP), 

Amata Power (Bangpakong) Ltd. (APBP) and Amata Power- ESCO Service Co., Ltd. 

(AMESCO).  In  the  RATCH  study,  the  future  investment  against  electricity  demand 

forecast  mainly  correlates  to  the  country’s  domestic  economic  growth  directly.  

However, for BANPU economic conditions have little effected due to their long-term 

contracts, and their diversification overseas, their abundance resources for supply, all 

of which alleviates the volatile economic situations.  
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  For  the  service  group,  in  the  case  of    the  aviation  fueling  service 

BAFS, this economic condition has a high impact of the organization. This is due to 

the number of foreign tourists and local consumer spending in traveling, and so forth. 

 

 

 

  Also,  when  the  market  rises,  consumer  and  business  wealth  expands. 

The  firms  in  this  industry  have  quite  low  rates  of  turnover,  and  normally 

unemployment rate increases when economic crises happen.  In this study, none of the 

seven  firms  had  a  layoff  policy,  even  during  the  economic  downturn.  That  des  not, 

however,  mean  no  impact,  but  this  is  probably  due  to  the  strengths  of  financial 

planning and the fact that the energy sector is crucial and necessary for everyone. The 

finding here is that the economic force is crucial to all companies.  

  5.1.2.3  Socio-Cultural Condition 

  Across the multiple cases, the impact of the socio-cultural force on the 

effectiveness of the organizations varied from low to high. 

  For  the  petroleum  or  oil  group,  the  study  showed  moderate  to  rather 

highly  impacts  on  the  firm  in  the  considered  opinion  of  the  top  executive 

managements; for instance, in the case of the oil group (PTT, BCP, and TOP.  Social, 

cultural,  demographic,  and  environmental  trends  obviously  concerned  all  top 

executives studies as they shape the ways of life, work, production, and consumption. 

The TMTs mentioned population aging concerns and, human resources management 

concerns  related  to  the  large  gaps  between  the  existing  staff  and  new  incumbents. 

Moreover,  the  concerns  related  to  organizational  effectiveness  in  terms  of  the  new 

generation’s  attitudes  towards  work  (hiring  talent  that  is  well-educated,  fluent  in  a 

second language, but lacks discipline), attitudes toward careers, social responsibility.  
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   For the power generating group, the findings showed that for EGOC 

group,  the  most  concerns  related  to  the surrounding  ‘community’.  This  was  also 

viewed as having a somewhat low to rather moderate effect on the firm in the case of 

BANPU due to its main operations being increased and  intensified in their move to 

overseas. Nonetheless, in the RATCH case, the concern was low for this condition as 

RATCH has an EGAT-like corporate culture (state enterprises), and mainly focused 

on domestic operations. 

 

 

 

  For  the  service  group,  the  BAFS  case study  reveals  a  high  impact  to 

organizational  effectiveness  per  se  due  to  the  firm’s  business  depending  on  the 

tourism industry. 

 

 

 

  5.1.2.4  Technological Condition 

  The revolutionary technological changes and discoveries are having a 

dramatic  impact  on  an  organization’s  effectiveness;  for  instance,  internet,  e-

commerce,  mobile  phone,  and  superconductivity  advancements  (David,  1990:  92).  

Technological  forces  represent  major  opportunities  and  threats  that  must  be 

considered  in  formulating  strategies.  Additionally,  the  leading  scholars  in  this  field 

such  as  Woodward  (1965),  Perrow  (1967) and  Thompson  (1967)  have  categorized 

technology  in  a  variety  of typologies,  and  reached  different  conclusions  about  the 

effect of technology on organizational structure. The pace of technological change is 

increasing  and  literally  wiping  out  businesses  every  day.  Nevertheless,  in  the  cross-
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the-board findings of the three groups of petroleum, power generating, and services, 

no  one  denied  the  importance  of  technology with  the  top  executive  teams  providing 

their own different opinions about their different technological conditions. 

  For the petroleum or oil group, the study showed a moderate to rather 

high  impact  on  the  firm  in  the  experience  of  the  top  executive  managements;  for 

instance,  in  the  BCP  case,  a  new  complex  unit  of  refinery  (vs  simple  hydro-

skimming)  refinery  unit,  and  new  technology  for  renewable  energy  production, 

technology can help reduce or lower the costs to gain more competitive advantages. 

Meanwhile,  the  PTT  group  and  TOP  viewed this  condition  as  having  a  limited  to 

moderate  impact  due  to  their  refineries  having  long-term  investment  and  not  being 

easy to change.  

 

 

  

  For  the  power  generating  group,  the  findings  showed  that  for  EGCO 

and  RATCH  the  power  generating  technology  had  limited  effect  due  to  high 

investment at the outset of project management, and once the firms make a decision, it 

is a long-term operation. However, for BANPU, with the nature of  high expertise in 

coal mining, and power generation in industry, the technological condition still has a 

low impact. 

  

 

  

  In  conclusion,  there  are  two  levels  in  this  study,  the  macro  view  and 

the  micro  perspective.  Obviously,  for  the energy  group  at  the  organizational  level, 

technological changes are not easy to do as the nature of the energy industry is one of 

high  capital  investment,  and  they  are  not  technology  inventors.  Indeed,  five  of  the 

seven  firms  do  not  state  technology  in  the  mission  statement,  with  only  TOP  and 

BAFS making clear statements in their vision/ mission (see case studies). In terms of 
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the micro view, the technology condition plays a key role in operation units such as in 

improving work efficiency (as described in TMTs, in the case of the PTT group, TOP, 

BCP, and  EGCO). In the survey of managerial perceptions, technology was viewed 

as being “predictable, low uncertainty”.  

  5.1.2.5  Ecological Environment 

  Finally, all seven case studies showed high concern for the ecological 

environment since the ecological issues of earth warming, and pollution (such as air, 

water,  etc.)  and  natural  disasters  are  of  the  up  most importance  this  century.  The 

seven case studies confirmed the findings. 

 

 

 

  In  sum,  all  seven  case  studies  face  a  different  degree  of  impact  from 

the general or societal environment.  The impact ranged from moderate to rather high 

for  different  influences  of  environment  conditions,  whether  in  the  single  energy  or 

resource  group.  As  for  individual  considerations,  environment  condition  does  have 

enough  influence  to  determine  strategic  choice  and  organizational  effectiveness  as 

shown in Table 5.1.  

 

Table 5.1 Summary of the ‘General Environment’ Condition in the Case Studies 

 

 

Political-legal condition:  

1. Moderate and rather high in oil, petroleum industry 

2.Low impact in power generating industry, 

3. High impact to services energy group 

Economic condition:  

1. High in oil, petroleum industry 

2. Varied impact in power generating industry 

3. High impact to services energy group 

Socio-cultural condition:  

1. Moderate to rather high impact to oil, petroleum industry 
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Table 5.1  (Continued) 

 

2. Varied impact in power generating industry 

3. High impact to services energy group 

(Long-term impact, the immediate impact due to HRM, of hiring new employees) 

Technological condition:  

1. Limited, but rather high impact concerns due to high capital investment in the long-term, and this 

was managed by risk management, and TMT or the board of directors in making decisions. 

2. Limited, moderate to high impact in the oil, petroleum industry 

3. Low to rather moderate impact in the power generating industry 

4. Low to rather moderate in the service energy group 

Ecological condition: -High concerns for all 

 

5.1.3  Specific or Task Environment 

Considering  the  task  environment  determinant  of  customer,  government, 

suppliers, competitors, financial/capital institutes, stock exchange market, technology, 

and  natural  resources,  economic,  political  and  ecological  variables  are  the  main 

factors that affect their strategy stance and organizational effectiveness.      

  5.1.3.1  Customers/Consumers  

  Basically,  increasingly  sophisticated  consumers  are  pivotal  to  the 

ultimate acceptance or rejection of new products/services. Most importantly, complex 

consumers  and  their  feedback  of  the  firm’s  products/services  can  result  in  the 

enduring successes of the firm (Kotler, 2000, Kotler et al., 1999).   

  For the petroleum or oil group, the findings showed that the customer 

aspect  is  viewed  as  having  a  quite  low  to  moderate  impact  on  this  group.  For  PTT, 

and  BCP,  they  compete  in  an  oligopoly  market  and  the  few  players  in  Thailand  are 

PTT, Bangchak, Shell, Esso, Chevron, and Petronas. The consumers have limited or 

not much choice. High competition prevails in services and fully-integrated services 

to  gain  competitive  advantage  over  competitors;  nevertheless,  customer  satisfaction 

survey (including loyalty to the brands, products/services, services staff, equipment & 

facilities,  and  so  forth)  of  the  four  gas  station  brands  of  PTT,  Bangchak,  Esso,  and 

Shell indicated a quite strong performanced by PTT and BCP against the world class 

standard of Esso and Shell. 
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  Surprisingly, for the power generating and service groups, this force in 

these segment had quite ‘low’ (EGCO, BANPU, RATCH, BAFS) impact, as the TMT 

viewed their customers as being in a long-term contract (e.g. power sales to EGAT, 

THAI  etc.).  The  customers  are  centered  more  on  business-to-business  (B2B)  rather 

than  business-to-consumer  (B2C)  which  is different  from  the  previous  sector  of 

petroleum.  The  main  reason  for  this  view is  to  minimize  the  financial  risks  of  the 

businesses, the evidence was clearly supported by in-depth interview and managerial 

perception survey. 

 

 

  

  However, even though the case studies showed low or limited impact 

from this force, consumer/customers are still crucial for every business. 

  5.1.3.2  Supplier Forces 

  For the petroleum or oil group, the findings showed that supplier forces 

are viewed as having a definitely impact on their organizational effectiveness in areas 

such as cost, pricing, and their margins. Because the raw materials of crude oil were 

imported  from  abroad-the  Middle  East, OPEC,  or  in  the  Asian  region  (China, 

Indonesia  etc.).  Suppliers  can affect  this  industry  through their  ability  to  control  the 

quantity (quota) or raise the prices, and sometimes to reduce the quality of purchased 

raw materials.  
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  For the power generating and service groups: the findings showed that 

this  group  viewed  supplier  force  as  having  a  low  impact  on  their  organizational 

effectiveness due to the various alternative substitutions of raw materials in electricity 

generating such as heavy oil, water, solar, gas, bio-mass, and other  renewable sources 

of  energy.  The  findings  showed  the  following  relationship  between  this  force  and 

organizational effectiveness:  

 

 

 

  For  instance,  a  supplier  or  supplier  group  is  powerful  if  some  of  the 

following factors apply: the supplier industry is dominated by a few companies, but it 

sells to many like the petroleum industry, such as OPEC, and non-OPEC; its product 

or service is unique and or it has built switching costs for technology changes in oil 

refinery  and  power  generating,  and  even  the  IT  used  in  improving  organizational 

efficiency; substitutes (renewable sources of energy) are not readily available like the 

power generating cases. In such cases supplier force can determine the effectiveness 

of an organization (Mayo, Anthony and Nohria, 2005). 

  In addition, the study of PTT, and BANPU shows clearly attempts by 

the firms to reduce the risk from resource dependence on imports to be the owner of 

resources like natural gas, and coal mining. This has been a  prudent strategy in both 

short-term and long-term risk management to cover two continuums along the value 

chain from-upstream to downstream. 

  5.1.3.3 Government forces 

  Government  policy  can  limit  entry  into  an  industry through  licensing 

requirements by restricting access to war materials, such as off-shore oil drilling sites. 

This  intervention  is  very  crucial  in  very  business,  both  domestically  and 

internationally. 

  For the petroleum or oil groups, the findings showed that for Thailand, 

government intervention was at the level of ‘moderate to rather high impact’  in the 

case study of PTT, with one instance being the LPG subsidy case, oil prices policy, 
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and BCP cases for eradicative lead-gasoline (lead content in benzene 95 or 91 for old 

version) policy. 

  For  the  power  generating  and  service  groups:  the  findings  were  the 

same as those for the petroleum group. That is, it is viewed as having a ‘moderate to 

rather  high  impact’  on  the  firm.  For  instance,  the  electricity  unit  pricing  (through 

government agencies), and intervention by being representatives of the firms such as 

on the board of directors. In the case of RATCH (state enterprise), this  was clearly a 

high concern. There were both positive and negative concerns, but clearly either way, 

this force impacted organizational effectiveness. 

  In  the  case  of  BAFS,  tourism-oriented  businesses  were  getting  hurt 

directly from political unrest as in the case of questions into the airport closure, and 

the  unrest  arising  from  the    conflicts  between  the  ex-prime  minister  and  political 

parties.    As  for  managerial  perceptions,  the  government  forces  was  high  concern  as 

regards  regulatory  changes  such  as  oil  pricing  policy,  taxation  collection  (subsidies, 

excise taxes). 

  In sum, the government force has relatively moderate to rather impact 

organizational effectiveness. 

 

 

 

  5.1.3.4  Competitors 

  Collecting  and  evaluating  information  on  competitors  is  essential  for 

successful  strategy  formulation  (Porter,  1980;  David,  2003).  Identifying  major 

competitors  is  not  always  easy  because  many  firms  have  divisions  that  compete  in 

different industries. Most multidivisional firms, for competitive reasons, generally do 

not provide sales and profit information on a divisional basis or firms do not publish 

any financial or marketing information in detail, even in the stock exchange market.  

  For  the  petroleum  or  oil  group,  the finding  revealed  a  ‘low  to  rather 

moderate’  impact  of  this  force  on  organizational  effectiveness.  Even  this  view  is 

differed according to the nature of the details by strategic business unit. For instance, 

PTT and TOP expressed concerns at the moderate impact level, whilst BCP showed 
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less concern, compared with other forces. Moreover, BCP is currently running a new 

plant, and even right now, it is not the cost leader (according to interviewed TMTs) 

but  is  still  working  on  this;  meanwhile,  TOP  has  proven  outstanding  in  ‘cost-

leadership’.  

  For the power generating group, the findings showed that the surveyed 

managerial perceptions varied in assessment according to firm. For instance, BANPU 

is mainly focused on overseas rather than domestic markets, and because they own the 

resources,  thus,  the  intensity  of  competition  is  lower  than  expected.  RATCH 

expressed concerns to the degree of a moderate impact, whilst EGCO revealed high 

competition in bidding for SPPs investment. 

  For  the  service  group,  since  BAFS  has  dominated  the  aviation 

refueling service for a long time, with the recent addition of new competitors such as 

ASIG  (Aircraft  Service  International  Group),  this  increases  the  intensity  of  the 

competition –one that viewed by BAFS as having a moderate impact. 

 

 

 

 5.1.3.5  Financial/SET 

  For the petroleum and oil groups, TMTs concur that this aspect has a 

‘high’ impact on the organization’s effectiveness in terms of the capital and financial 

risks such as funding from investors (confidence in stock market), hedging to reduce 

the  risk  of  raw  material  prices  fluctuation.  Each  firm  also  has  a  risk  management 

committee to oversee this issue. 

 

 

 

  For  the  power  generating  group,    the  findings  of  the  managerial 

perceptions survey is that the impact is ‘moderate’ on the firm, due to the long-term 
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commitment  of  electricity  supply,  and  availability  payment  conditions  which  are  a 

unique for this business group (B2B). 

 

 

 

  For the service group, BAFS’s case study demonstrated a ‘moderate to 

rather high’ impact on the effectiveness of the firm; that is, the executives perceived 

the most unpredictable factor affecting their firm to be the Stock Exchange practices 

(changes  of  management  control  practices,  reporting  conditions,  and  corporate 

governance procedures.)   

 

 

 

  5.1.3.6  Natural Resources 

  For  the  petroleum  and  oil  groups,   natural  resources  dependency  is  a 

critical  issue  for  energy  firms,  changes  in alternative  or  renewable  sources  such  as 

natural  gas  or  others  help  alleviate  the  intensity  of  importing  resources  from  abroad 

such as crude oil, LPG, and coal. The PTT Group showed quite moderate concerns as 

the group, including PTT Exploration and Production, has also expanded exploration 

and  production  overseas  instead  of  restricting  itself  to  domestic  searching.  This  aim 

being  is  to  reduce  its  impact.  PTT  and  BCP  showed  the  same  ‘moderate’  concerns. 

Whilst, TOP showed ‘low’ concern for this environmental condition due to their main 

refinery focus. 

 

 

 

  For  the  power  generating  group,  BANPU  and  RATCH  placed  ‘less 

concern’  on  this  impact  due  to  the  high alternative  resources  of  energy  supply.  For 
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instance,  BANPU  has  abundance  of  coal  from  acquisitions,  especially  in  many 

countries  such  as  Indonesia,  Australia,  etc.  This  reduces  the  risk  of  supply  and 

resources dependency. 

 

 

  For the service group, in the case study of BAFS this dimension is not 

applicable, as the product is supplied by a joint strategic partners such as TOP, Esso, 

Shell, and BCP. 

   To  sum  up,  with  the  task  environment  concerns  varied  to  differing 

degrees,  depending  upon  their  contextual  environment.  However,  financial/capital 

resources, and government policy have the most impact, ranging from a moderate to 

rather  high  impact  on  organizational  effectiveness.  The  conclusion  is  illustrated  in 

Table 5.2. 

 

Table 5.2 Summary of the ‘Task Environment’ Condition in the Case Studies 

 

Customers/ consumer force:  

1.Low to rather moderate impact in oil, petroleum industry 

2. Low impact in power generating industry 

3.Low impact in service energy 

 Suppliers force:  

1.High impacts in oil or petroleum group 

2. Low to rather moderate impact in power generating group. 

3.  Moderate impact to service energy  

Government force:  

1. Moderate to rather high impact in government intervention or pricing policy, tax collection policy- 

for all. 

Competitor force: This force is ‘varied’ as viewed by TMTs depending on their competition. 

1. Rather moderate impacts in petroleum group, except “low” in BCP case due to a new product launch 

2. Vary from low to high impact in power generating group. 

3. Moderate impact to service energy  

4. Limited concerns due to oligopolistic players in both oil, and power generating. But for new projects 

such as new bidding of IPPs or SPPs power plants, the foreign investors can be increasing the intensity 

of market. 
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Table 5.2  (Continued) 

 

Financial/SET  force:  due  to  new  investment  opportunities  in  projects  with  high  capital  intensive 

investment. 

1. High impacts in oil or petroleum group. 

2. Moderate impact in power generating group. 

3. Moderate to rather high impact to service energy group  

Natural resources force *:  

1. Low to moderate impact in oil or petroleum group. 

2. Low impact in power generating group. 

3. Limited. Not applicable to service group  

*Impact for those who own the resources (vertical diversification) like PTT group, and BANPU. 

 

  Please  note  that  the  general  environment  has  a  one-way  relationship  with 

organizational  effectiveness.  Whilst  the  task  environment  force  is  sometimes, 

depicted as a two-way relationship, for instance the survey of customer satisfaction of 

gas  stations  in  the  case  of  PTT,  BCP or  the  power  generating  firms  like  EGCO, 

RATCH, and BANPU, and services in BAFS, the customers showed feedback for the 

enterprises to improve their products and services.  Or in case of suppliers, financial 

institutes, the feedback from investors and bankers are very important to the firms to 

improve  and  readjust  their  strategic  moves,  and  operations  in  order  to  cope  with 

changes. This relationship in the task environment is therefore circular. 

When considering the degree of external environmental conditions in terms of 

munificence-scarcity, dynamic-stable, and complexity-simple relationships (Johns and 

Saks,  2001;  Duncan,1972;  Robins,  1990:  218-219;  Tippawan  Lowsunnarat,  2003: 

127-129; Dess and Beard, 1984), and combining with general and task environment 

analyses,  the case study findings can be summarized as follows: 

 

Table 5.3  Summary of the Degree of External Environment In The Case Studies 

 

Munificence/ Scarcity Level:  

1. Varied impact level for Low to High in oil, petroleum industry, ‘High munificence’ in PTT due  to 

its  own  exploration  (PTTEP)  in  seeking  resources  such  as  natural  gas  (LNG,  CNG),  and  overseas 

exploration.  

2. Low scarcity (High Munificence) in power generating industry, and rather moderate in EGCO 

3. Low scarcity (High Munificence) in service energy 
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Table 5.3  (Continued) 

 

 Dynamism/Stable:  

1. High dynamic levels in oil or petroleum group 

2. Varied level  in power generating group, quite stable in case of BANPU , RATCH; but ‘dynamic’ in 

EGCO. 

3. Very dynamic level in case of  service energy  

Complexity (Globalization)/Simple:  

1.  Varied  level,  PTT  has  the  most  complexity  due  to  diversification;  BCP  and  TOP’s  views  range, 

‘low-to  ‘moderate’ due to degree of domestic focus rather than overseas. 

2. Mainly ‘high’ complexity level in power generating group (EGCO, BANPU) due to diversification 

overseas; but quite ‘low’ level in RATCH due to domestic focus mainly. 

3. Low’ level  in service energy group due to domestic focus only.  

 

 

5.2  Strategic Action: Internal Environment Condition 

 

In the study, there are two parts, strategic leadership and organizational 

structure, which are associated to organizational effectiveness. The findings from the 

case studies can be concluded as follows: 

 

5.2.1  Strategic Leadership and Organizational Effectiveness 

The continuation of strategic leadership can be beneficial to the firm as vision 

is basically focusing on the long-term or at least over 7-10 years and should be set-

forth  and  declared  in  the  corporate  destination.  This  strategic  leadership  has  been 

studied by many scholars (Ireland and Hit, 1999: 43; Finkelstein and Hambrick, 1996; 

Tichy and Ulrich, 1984: 59-68; Westley and Mintzberg, 1989: 17-32). Identifying and 

evaluating external opportunities and threats enables organizations to develop a clear 

mission, to design strategies to achieve long-term objectives, and to develop policies 

to  achieve  annual  objectives  (David,  2003:  80).  Without  vision,  strategic  leaders 

cannot lead teams in organization in the same direction and to achieve their goals. The 

seven  case  studies  in  the  energy  industry  confirmed  that  strategic  leadership  was 

crucial,  and  had  direct  impact  on  organizational  effectiveness.    The  conclusions  can 

be summarized in Table 5.3 as follows: 
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Table 5.4  Summary of Strategic Leadership and Organizational Effectiveness 

 

 

Vision/mission:  

1. All cases showed strong strategic leaders. 

2. Mission characteristics covering: 

1  Range from 6 to 8 (out of 9) in oil or petroleum group 

2  Range from 7 to 8 (out of 9) in power generating group 

3  And  7 (out of 9) in service energy group 

      4 Assessed by staff of the company, all are a very solid in strategic leadership, except the case of 

RATCH. 

Number of TMTs:  

1 Varied due to numbers of SBUS in operation: 

2 PTT has the biggest (55); followed by TOP (25); BCP (9) in oil or petroleum group 

3 Quite ‘small size’ in the power generating group: EGCO (7); BANU (6); and RATCH (10) 

4 Very ‘small’ in service energy: BAFS (3) 

Ages:  

     1. All cases, average range of early 50s:  

     2  in oil or petroleum group (50.1-56.1) 

    3  in power generating group (51.0-54.6) 

    4  in service energy group (54.7) 

Professional Background of TMTs:  

     1 All cases mainly –engineering, except BAFS also CEO has communications background 

     2 High education – master degrees up to doctorate degrees  

Tenure years of TMTs (in the position): 

     1  in oil or petroleum group (Avg: 2.1-6.4 ; Min 0-1; Max: 5.1-15.0; SD 1.06-5.61) 

     2  in power generating group (Avg: 6.2-9.33 ;Min 1; Max: 9-19; SD 2.39-11.06)  

     3  in service energy group (Avg:16.33; Min 5; Max: 19; SD 10.26) 

Total Working Experience (Years) 

      1 in oil or petroleum group (Avg: 14.8-22.4; Min 0-1; Max: 24-32.1; SD 7.92-11.32) 

      2 in power generating group (Avg:6.2-17.33; Min 1-8; Max: 9-26; SD 2.39-9.19) 

      3  in service energy group (Avg:18.33; Min 5; Max: 25; SD 11.55) 

 

The  evidences  from  the  achievement  record  and  in-depth  interviews  showed 

that all firms in the petroleum, power generating and service groups, have their own 

ambitious destination which has been declared in vision and mission statements. The 
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communication  was  clearly  articulated  especially  by  top  executives;  even  though    it 

varied from firm to firm. This was also confirmed by the employees’ and executives’ 

attitudes survey.  Mission statements, from nine-statements, also covered customers, 

products/services,  concern  of survival,  growth,  and  profitability,  their  philosophy, 

self-concept in competition, public images, and employees, some components such as 

technology  (in  the  cases  of  PTT,  BCP,  EGCO,  BANPU,  and  RATCH),  market  or 

customers  were  not  stated  or  omitted  (in  the  cases  of  TOP,  EGCO,  RATCH,  and 

BAFS).  However,  during  the  survey,  especially  the  headquarters  visit,  the 

vision/mission, slogans, or key core values of corporation prevailed and were clearly 

articulated such as in the office, elevators, reception and information center. 

The  degree  of  the  top  executives-leadership  style  was  depicted  as 

conservatives or prone to risk aversion- management styles. This is due to the nature 

of  business  and  since  they  are  registered  in  stock  exchange,  there  are  many 

stakeholders  concerned;  therefore,  the  TMTs  are  very  carefully  scrutinizing  in  how 

money is spent. This was obviously shown through the setting up of risk management 

committees. 

The strategic leadership of PTT very strongly articulates vision/mission to all 

organizations. PTT’s employees strongly agreed that the top executives are icons of 

the  organization’s  success  or  role  models,  and  acts  as  though  committed  to  the 

organization  values  and  cultures.  This  visionary  direction  was  also  verified  in  the 

employees  and  managerial  perceptions  surveys,  and  almost  all  case  studies  showed 

moderate to rather high impact on organizational effectiveness. The exception being  

RATCH  in  the  power  generating  sector  which  was  viewed  as  quite  low  to  rather 

moderate.  Nevertheless,  as  some  executive  experts  point  out,  the  TMT  sometimes 

spend too much time on operations rather than strategic management work; therefore, 

this can weaken the firm and leads to ineffective organization as well. 

The  strategic  leadership  was  also  studied  in  terms  of  process  alignment, 

employees’ working efficiency, and staff loyalty to the organization. As evidenced b 

other  executives,  and  employees’  attitudes,  the  findings  were  mainly  agreed  in 

transforming  vision/mission  to  practices.  For  example,  creating good  relationships 

with customers is everyone’s responsibility, employees have a clear role and duty, and 

high loyalty to the organization. Nevertheless, some concerns were reflected in there 
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not being sufficient resources, levels of knowledge, or the current structure to support 

their quality development programs. 

The  finding  also  showed  that  the  limitations  of  strategic  leadership  teams  in 

the energy industry, vary in the numbers of persons from 3 (BAFS) up to 55 (PTT). 

This is due to their ‘business size’ and strategic business units. Strategic leaders have 

average  ages  of  somewhere  in  their  early  50  (min.  38,  max.  61).  A  “high  gap”  was 

also  displayed  in  the  standard  of  deviations  (3.3  through  11).  Obviously,  the 

‘succession plan’ was a must for the long-term growth of the corporation. 

Strategic  leaders  have  high  educational  background,  mainly  come  from  the 

engineering  field,  with  strong  professional experiences.  Nevertheless,  in  the  tenured 

position,  TOP,  EGCO,  BAFS,  and  BANPU  showed  higher  experience  and  longer 

years in the position than PTT, BCP, RATCH. 

All  showed  a  wide  gap  in  tenured  position  (min.  less  than  a  year,  and  max. 

over 19 years), and a clearly large gap as concerns total working years in the company 

with a min. of a few months, and a max. of  32 years.  

In sum, strategic leadership in the study, showed clearly that there was a high 

positive relationship between strategic leadership and organizational effectiveness. The 

shortcomings of succession plans was also reflected in the “widening gap”: the middle 

management,  and  senior  management  of  the  next  successor  should  be  well-planned. 

The more strategic leadership, the better organizational effectiveness should be. 

 

5.2.2  Organizational Structure and Organizational Effectiveness 

In the study, the researcher also applied both Burns and Stalker’s framework 

and Mintzberg’s five configurations concept related to organizational structure, to see 

which system is appropriate for different environmental conditions. This was reflected 

in each case study through the comparison between the theory and the real structure 

found in each firm. The research findings lead to various conclusions: 

5.2.2.1    Typically,  for  an  organization  which  is  under  environment 

conditions that are in dynamic, and complex, an ‘organic’ structure should be adopted 

while  the  ‘the  mechanistic’ structure  it  should  be  applied  to  one  under  simple  and 

stable  environment  conditions.  In  either case,  it  leads  to  effective  organization 

(Mintzberg, 1993; Burns and Stalker, 1961). 
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5.2.2.2  According  to  the  case  studies  of  PTT,  TOP,  and  EGCO,  the 

firms are under complex and dynamic environment; thus, the predicted best structure 

should be “organic” type.  In reality, those firms were “mechanistic type” which is for 

simple and stable environments. Therefore, environment does not seem to be a major 

determinant  of  these  three  firms’  structures in  this  regard,  and  will  lead  to  the  sub-

optimization of organizational effectiveness. 

 

Table 5.5  Summary of the Organizational Structure & Organizational Effectiveness 

 

 

Complexity Level:  

1. Horizontalization 

   1.1  In oil or petroleum group: ‘High’ 

   1.2  In power generating group: ‘High’ 

   1.3  In service energy group: ‘Moderate’ 

2. Verticalization  

2.1 In oil or petroleum group: ‘Moderate’ to rather ‘High’ 

2.2 In power generating group:  ‘Moderate’ to rather ‘High’ 

2.3 In service energy group: ‘Low’ 

3. Spatialization 

3.1  In oil or petroleum group: range from ‘low to high’; PTT-‘high’ due to overseas diversification  

3.2  In power generating group:  ‘Moderate’ to rather ‘High’ 

 3.3  In service energy group: ‘Low’ 

Note that for specialization in this energy industry, it is obvious the structure is a specialization due to 

the nature of the business operation such as in-depth knowledge in manufacturing, logistic handling in 

supply chain etc.  

Formalization 

1. In oil or petroleum group: ‘High’ 

2. In power generating group: ‘High’ 

3. In service energy group: ‘High’ 

Centralization 

1. In oil or petroleum group: ‘Low’ to rather ‘moderate’ 

2. In power generating group: varied, but typically ‘moderate’  

3. In service energy group: ‘Low to rather Moderate’ 
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Table 5.5  (Continued) 

 

Span of control 

1. In oil or petroleum group: ‘Narrow to Wide’ for instance, PTT and BCP –have ‘Narrow’ type due to 

quick response to consumers; whilst TOP has ‘Wide’, due to focusing mainly on production, and its 

divisions-  having  a  flat  structure with  close,  collaborate relationships  among  technical professionals, 

organized in project teams, and managers. 

2. In power generating group: Typical ‘Narrow’ 

3. In service energy group: ‘Moderate’Organization Size (No. of employees -permanent) 

1. In oil or petroleum group: ‘Large’: PTT (3,636); BCP (898);TOP (858 

2. In power generating group: ‘Small’ to ‘Medium’: EGCO(106); BANPU (465); RATCH(103)In 

3. service energy group: ‘Medium’: BAFS (376) 

 

5.2.2.3  In contrast, in the case studies of –petroleum: BCP (divisional 

zed  form),  and  the  service  segment-  BAFS (functional)  with  the  stable  and  high 

complex  environment,  the  best  suited  structure  was  a  partially  ‘organic  and  rather 

mechanistic’  or  ‘machine  bureaucracy’  structure.  Therefore,  the  contextual 

environment is somewhat to a certain degree a determinant of these firms’ structures 

in this regard, and is able to lead to the optimization of organizational effectiveness. 

    5.2.2.4  In the case studies of the power generating group, a comparison 

can be made between BANPU and RATCH, both perceived by management to be in the 

‘stable’  environment context.  For  BANPU,  the  finding showed  that  the  firm  was  under 

quite  stable,  even  high  complexity  due  to diversification  overseas,  but  the  survey  of 

managerial perceptions revealed a ‘quite predictable’ environment with its structure close 

to the ‘mechanistic type; that is, high in formalization, complexity, and moderate to rather 

high in centralization.  While for RATCH, the complexity is low (domestic focus) but in a 

quite ‘stable’ environment; therefore, the current structure of a “mechanistic” type is quite 

suitable.  In  both  cases,  the  environmental  factors  show  quite  a  strong  degree  of 

determining  the  structure  and  lead  to  the  optimization  of  organizational  effectiveness. 

Nevertheless,  since  RATCH  was weak  in  strategic  leadership  and  internal  process,  the 

relationship  among  environment- strategic  stance  and  strategic  leadership  lead  to  sub-

optimization in this case. 
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5.3   Strategic Stance and Organizational Effectiveness 

In this research study, Miles and Snow’s (1978) framework was applied. The 

analysis was based on the rate at which they changed their products or markets, goals, 

environment,  and  current  organizational structure  (formalization,  complexity, 

centralization)  to  link  to  the  strategic  stance  they  had  applied.    As  a  result,  the 

relationships of environment-strategic actions (strategic leadership and organizational 

structure)  towards  the  effectiveness  of  organizations  for  each  firm  showed  different 

strategic stances to cope with these changes. The conclusions are as follows: 

 

Table 5.6  Summary of the Strategic Stance & Organizational Effectiveness 

 

 

Strategic Stance  

1. In oil or petroleum group: ‘Analyzer’, and to ‘Prospector’ 

2. In power generating group: varied among ‘Reactor’, ‘Defender’, and ‘Analyzer’ 

3. In service energy group: ‘‘Analyzer’ 

Strategic Type for SBU 

1. In oil or petroleum group: ‘Differentiation’ and ‘Cost Leadership’ 

2. In power generating group:  ‘Focus’ and ‘Cost Leadership’ 

3. In service energy group: ‘Focus’ 

 

 

  1)  For  the  oil  and  petroleum  groups,  the  findings  indicated  that  typically  the 

firm  employs  an  analyzer  strategic  type  as  shown  in  the  cases of    PTT,  and  TOP. 

Whilst  BCP  viewed  that  their  strategic  approach  the  prospector    type  which  is  the 

main reason of them being a market leader in focusing on new product development 

such as in the case of ‘bio-diesel’, unleaded benzene of ‘green net’, and so forth. 

  2)  Typically  for  the  analyzer  type,  the  firms  try  to  capitalize  on  the  best  of 

both  prospector  and  defender  types.    They  seek  to  minimize  risk  and  maximize 

opportunity for profit, moving into new products or new markets only after viability 

has been established by prospectors, and then imitating from these prospectors.  They 

also  seek  a  hybrid  of    both flexibility  and  stability  during  environmental  changes, 

responding  to  these  goals  by  developing  a structure  made  up  of  dual  components. 

 



443 

 

                                                     

Parts  of  these  organizations  have  high  levels  of  standardization,  reutilization,  and 

mechanization for efficiency. Other parts are adaptive, to enhance flexibility. In this 

way,  they  seek  structures  that  can  accommodate  both  stable  and  dynamic  areas  of 

operation.  If  situations  change  rapidly,  then  the  demand  of  organizations  to  move 

fully  in  either  direction  and  their  ability to  take  such  action  is  severely  limited 

(Robbins,  1990:  131-132;  Miles  and  Snow,  1978:  30;  Tippawan  Lorsuwannarat, 

2003:  100-101).  In  the  study,  PTT  and  TOP  have  fallen  in  the  category  of  analyzer 

type, and showed that their overall organizational effectiveness was ‘moderate’. 

  3)  For  PTT  and  TOP  in  the  first  half  of  2009,  their  financial  performances 

were  assessed  as  “low”  due  to  the losses  in  the  inventory,  and  price  or 

products/services  from  last  year  (2008); however,  that  was  a  loss  “on  paper”.  With 

their  strength  being  especially  in  the  corporate  internal  process  and  learning  & 

growth,  and  being  solid  as  regards  munificence  of  resources,  both  enterprises  will 

pick  up  and  can  accelerate  their  performance  quickly.  Moreover,  PTT  employed  a 

differentiation  strategy,  whilst  TOP  applied  ‘cost  leadership’  as  their  main  business 

focus.  The  current  structure  of  divisionalized  form  (SBU)  to  cope  with  the 

diversification  to  global  needs  some  adjustments  in  terms  of  human  resources 

management,  work  in  process  (IT  can  be  facilitated  here,  such  as  in  the  case  of  the 

centralization-decentralization process), and financial performance to reduce the risk 

of environmental changes. In addition, a strategic leader’s succession plan should be 

scrutinized to reduce the current gap for the continuation success in the near and long-

term future. For PTT, the research findings demonstrated that the company has high 

potential to be a prospector with their innovation of product and market development.  

  4)    Moreover,  the  size  of  the  firm  needs  to  be  considered.  PTT  showed  the 

largest manpower due to its diversified strategy to upstream and downstream, while 

BCP and TOP are of the same size. In this case, IT deployment can help increase the 

efficiency  and  effectiveness  of  the  firm.   As  a  result,  the  findings  showed  that  PTT 

and TOP are the ‘moderate’ in OE (Figure 5.4). 
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External environment:
Dyna m ic condition

Stra tegic Lea dership

Hybrid Structure

Strategic Stance: 
‘Ana lyzer’

‘Moderate’ 
Organizational 
Effectiveness

 

 

Figure 5.1  The Relationship of External and Internal Environment Factors on the Strategic   

                    Stances and Organizational Effectiveness of the PTT and TOP cases 

 

5)  In the case study of BCP, under the uncertainty of environment, it was still 

performing quite well with the financial results during the 1st half of 2009 showing that 

the company was still able to thrive as the other refineries faced difficult situations or 

low  performance.  BCP  was  rated  as  moderate  in  OE  which  was  higher  than  the 

performance of PTT and TOP. With the solid strategic leadership, internal process, and 

product  innovation  plus  the  new  refinery  (complex  type),  the  organization  has  been 

facilitated and boosted more effectively. The company still has some room to improve 

in their learning & growth (assessed moderate  by team) as this will help the company 

sustain  and  thrive  in  the long-run.  BCP  was  assessed  as moving  from  the  strategic 

stance  of  ‘analyzer’  and  now  changing  to  a  ‘prospector’,  which  is  still  in  line  with 

Miles and Snow’s prediction typology. As a result, this type has the overall assessment 

of organizational effectiveness as “high”, as illustrated in Figure 5.2. 

Dynamic Environment
condition

Stra tegic Lea dership

Hybrid Structure

Stra tegic Sta nce: Wa s 
‘Analyzer’ and now 
‘Prospector’

‘High’ 
Organizational 
Effectiveness

 

 

Figure  5.2 The  Relationship  of  External  and Internal  Environment  Factors  on  the 

Strategic Stance and Organizational Effectiveness of BCP 
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 For  the  power  generating  group,  the  findings  indicated  that strategic  stance 

varied.  

  1)   For instance, EGCO viewed the external environment as a dynamic 

condition, whilst the other two (BANPU, and RATCH) viewed this as ‘stable’.   

  2)    EGCO’s  organizational  structure  demonstrated   a  ‘mechanistic’  type,  but 

was  relaxed  in  terms  of  centralization  (more  decentralization)  which  made  the  firm 

quite flexible to cope with dynamic changes effectively. 

  3)  As concerns the size of the firm, EGCO and RATCH are of  the same size, 

but  EGCO  have  been  in  this  industry  almost  twice  as  long  as    RATCH.  EGCO 

operates  like  a  private  enterprise  unlike  RATCH  (prone  to  acting  like  a  state 

enterprise).  Moreover,  the  difference  is  that  EGCO  has  diversified  its  core  business 

overseas  to  reduce  risk,  with  strong  strategic  leadership  and  ‘high’  customer 

satisfaction.  Nonetheless,  with  the  solid organizational  structure  (mechanistic),  and 

being  moderate  in  both  ‘internal  process’  and  ‘leaning  &  growth’,  EGCO  still 

operates under sub-optimization. 

 

Dynamic Environment
condition

Stra tegic Lea dership

Hybrid Structure

Strategic Stance: 
‘Ana lyzer’

‘Moderate’ 
Organizational 
Effectiveness

 

 

Figure  5.3 The  Relationship  of  External  and Internal  Environment  Factors  on  the 

Strategic Stance and Organizational Effectiveness of EGCO 

 

4)  For RATCH, even though  the company is quite young in this market nine 

years on SET compared to the 17 of EGCO and 26 of BANU, the fact is RATCH’s top 

management  team  is  basically  that  of experts  in  the  power  generating  field  from 

EGAT.  The  findings  showed  that  the  top executives  viewed  external  environment 

uncertainty  as  quite  moderate  to  stable,  with  a  simple  degree  of  complexity  due  to 
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domestic  focus.  The  firm  also  has  quite a  very  conservative  management  style.  The 

solid  evidence  findings  from  their  managerial  team,  employees,  and  their  customers 

clearly indicates that RATCH has a solid ‘mechanistic’ structure with high complexity, 

high  formalization,  and  centralization,  and  in  line  with  structural  characteristics  of  a 

firm as predicted by Burn & Stalkers. RATCH has some weaknesses such as in terms 

of strategic leadership (as shown by the dotted line in Figure 5.7), internal process and 

learning  &  growth.  Nevertheless,  with  the  solid  customer  satisfaction,  and  their 

operation  in  readiness  in  power  supply,  a  long-term  contract,  this  makes  for  a  very 

solid  company  in  financial  terms.  In  the study,  there  was  evidence  that  the  firm  was 

struggling and changing from a ‘reactor’ to an ‘analyzer type’, and that makes the firm 

still  underperformed.  The  overall  assessment  indicated  that  the  firm  was  ‘moderate’ 

organizational effectiveness. 

 

Stable Environment
condition

Stra tegic Lea dership

Mechanistic Structure

Strategic Stance: Was 
‘Rea ctor’ a nd now 
‘Ana lyzer’

‘Moderate’
Organizational 
Effectiveness

 

 

Figure  5.4  The  Relationship  of  External  and Internal  Environment  Factors  on  

Strategic Stance and Organizational Effectiveness of RATCH  

 

For BANPU, even though many top executives form the other firms, viewed 

the environment to be one of high uncertainty, this was quite different for. In contrast,  

the  firm  viewed  themselves  as  being  on  quite  stable  turf,  being  solid  in  their  core 

competencies, having munificence resources of coal mines spread out overseas, and a 

mechanistic; organizational structure (in accordance with Burn & Stalkers) as well as 

divisionalized form (in accordance with Mintzberg.) Moreover, BANPU is also very 

strong in strategic leadership but quite conservative TMT viewed themselves as being  

a “reactor” with ‘solid’ internal process, ‘high’ customer satisfaction, but ‘moderate’ 
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in learning & growth.  The relationship of both the external and internal environments 

leads  to  their  strategic  stance  as  a  defender rather  than  a  reactor.    As  a  result,  the 

overall assessment indicated “high” organizational effectiveness. 

 

 

Stable Environment
condition

Stra tegic Lea dership

Mechanistic Structure

Strategic Stance: 
‘Defender’

‘High’
Organizational 
Effectiveness

 

 

Figure  5.5 The  Relationship  of  External  and Internal  Environment  Factors  on  the 

Strategic Stance and Organizational Effectiveness of  BANPU  

 

  For the service energy case of BAFS, the organizational structure demonstrated a 

hybrid,  rather  an  ‘organic’  type,  but  was relaxed  in  terms  of centralization  (more 

decentralization), low in virtualization, and specialization, which made the firms quite 

flexible  to  cope  with  the  dynamic  changes  effectively.  The  size  of  BAFS  was 

‘medium’,  the  same  size  as  that  of  BANPU  (in  comparison,    PTT  was  the  biggest, 

followed by BCP, and TOP; the mid-range was BANPU, and BAFS, with EGCO and 

RATCH the smallest respectively).  

Over  the  years,  BAFS  showed  consistently  solid  growth  (net  profit  margin 

over 20% p.a.). Even during the economic crisis or political unrest, the company was 

still  able  to  sustain  its  operations  effectively.  The  main  reason  for  this  is  that  the 

company has solid strategic leadership, a well-constructed structure, a low complexity 

structure  in  terms  of  virtualization,  and  specialization,  and  a  lean  and  flat 

organization.  Its  structure  is  in  line  with  the  organic type  predicted  by  Burn  and 

Stalkers (1961) and simple structure form according to Mintzberg (1989). Moreover, 

it was very strong in terms of internal process, and customer satisfaction, but a little 

weak  (moderate)  in  the  ‘learning  &  growth’  dimension.  As  a  result,  BAFS  is  still 

prominent, assessed as high in organization effectiveness. 
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Figure  5.6 The  Relationship  of  External  and Internal  Environment  Factors  on  the 

Strategic Stance and Organizational Effectiveness of BAFS  

 

The  last  section  investigates  recent  findings  with  regards  to  the  relationships 

among antecedent variables. The findings were measured as the result of four metrics: 

the finance, customer satisfaction, internal process, and learning & growth of the firm. 

With  the  above  findings,  the  conclusions  regarding  organizational  effectiveness  can 

be summarized as shown in Table 5.5. 

 

Table 5.5  Summary of the Strategic Stance & Organizational Effectiveness 

 

 

Financial perspective:  

1. oil or petroleum group: ‘Low’, and to ‘Moderate’ 

2. power generating group: ‘Moderate’ to rather ‘High’ 

3. service energy group: ‘Moderate’ 

Customer perspective:  

1. In oil or petroleum group: ‘High’ 

2. In power generating group: ‘High’ 

3. In service energy group: ‘High’ 

Internal Process perspective:  

1. In oil or petroleum group: ‘High’ PTT is very solid 

2. In power generating group: typical ‘Moderate’; BANPU is classified as High’;  

3. In service energy group: ‘High’ 

Learning & Growth perspective: 

1. In oil or petroleum group: typical ‘Moderate’ (BCP) and rather ‘High’(PTT & TOP);  

2. In power generating group: typical ‘Moderate’ for all 

3. In service energy group: ‘Moderate’ 
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Table 5.5  (Continued) 

 

Overall Assessment: 

1. In oil or petroleum group: ‘Moderate’ to ‘High’ 

2. In power generating group: ‘Moderate’ to ‘High’ 

3. In service energy group: ‘High’ 

 

5.4  Summary 

 

  In a multi-case study within the same industry, no matter that it is in any given 

segment  (petroleum,  power  generating  or  service  energy  group),  the  following 

conclusions can be drawn: 

  5.4.1  Under the dynamic environment condition, with a hybrid structure and 

being  prone  to  an  ‘organic’ type,  with  solid  strategic leadership,  the  appropriate 

strategic  stance  that  the  firm  should  employ  is  that  of  analyzer  rather  than  the 

innovative ‘prospector’. This will lead to organizational effectiveness (as in the case 

of petroleum: BCP and service energy: BAFS). This is in line with Miles and Snow. 

  5.4.2  Moreover,  under  a  quite  ‘stable’ environment  condition,  with  solid 

strategic leadership, and a ‘mechanistic’ structure, the appropriate strategic stance is 

that of defender which is suitable to lead to organizational effectiveness (as in the case 

of power generating: BANPU). This is in line with Miles and Snow. 

5.4.3 The  rest  of  the  cases  of  high  uncertainty  or  more  dynamic,  hybrid 

structure (flexible / stable), with solid strategic leadership, the strategic stance that the 

firm chooses is that of an analyzer; this will lead to sub-optimization in organizational 

effectiveness (as in the cases in the petroleum group of PTT, and TOP and also the 

power generating group of EGCO). 

5.4.4 An  uncertainty  environment  is  a  threat  to  the  effectiveness  of  the 

organization, while a static environment creates significantly less for uncertainty for 

the  firm  than  dynamic  ones.  Managerial perception  is  concerned  with  reducing 

environment  uncertainty  and  this  can  be  accomplished  through  the  manipulation  of 

the organizational structure and its stance. 

5.4.5 The internal process of this energy industry is crucial to the firm as the 

strategic stance comes from the strategic leadership from top and cascades down to the 
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staff. Good communication, a safety mindset, total quality index, employee efficiency 

and  loyalty  to  the  organization  are  the  results  of  strategic  action  (strengths  and 

weaknesses) of strategic leaders and structures of the firms. 

5.4.6 The internal environment condition, especially ‘strategic leadership’ is 

a necessary condition, but not sufficient for the organization to be operating effectively. 

As all firms need to have strong strategic leadership as viewed by stakeholders and at 

least by staff and customers. The case studies showed a strong relationship among of 

‘strategic  leadership’,  its  stance,  and  organizational  effectiveness.  In  case  of  the 

weakening  of  this  dimension,  for  instance  in  the  case  of  RATCH,  this  will  lead  to  a 

limitation in the effectiveness of an organization. 

5.4.7 From  the  stakeholder  view,  especially  for  the  community,  ecology  is 

the most crucial condition in this energy industry as confirmed by all cases. 

 



 
 

CHAPTER 6 
 

SUMMARY, DISCUSSION, RECOMMENDATIONS 

  

AND FURTHER RESEARCH STUDY 

 
This chapter consists of four parts: the first part is the summary of the research 

study comprising the multiple-case study, the cross-case analysis and the results. The 

second part discusses of the research findings, the third part offers recommendations 

and the last part contains suggestions for further research study. 

 

6.1  Summary of the Research Study 

 

The  objectives  of  this  study were  to  try  to  answer  the  following  three  research 

questions:  Which  conditions  or  components should  be  taken  into  consideration  in 

order  to  develop  better  conditions  for  a  firm  to  create  a  suitable  organizational 

structure  and  organizational  effectiveness?  Why  does  an  organization  in  the  same 

environment  have  different  organizational effectiveness?  And  finally,  how  does  the 

strategic choice (strategic stance: prospectors, defenders, reactors, analyzers) that the 

firm  undertakes  under  different  environmental  conditions  affect  the  organizational 

effectiveness of the firms in the energy sector in the SET? 

Given  the  complexity  and  openness  of  organizations,  the  structural 

contingency theory and strategic management theory were appropriately employed to 

investigate  their  relationship  among  interrelated  variables  to  the  organizational 

effectiveness  of  the  firm.    In  addition,  this  research  will  make  recommendations  for 

the  most  suitable  organizational  strategic  choices  and  its structure  under  the 

circumstance of environmental uncertainty in response to the question of  how to lead 

to organizational effectiveness in the near future. 

The  initial  conceptual  framework  is developed  on  the  basis  of  the  multi-

organization and strategic management theories, such as contingency theory,  strategic 

management, human resources management and strategic leadership, by viewing the 
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organization  in  terms  of  the  influence  of  environment  conditions  from  different 

perspectives,  covering  ‘general’  and  ‘task’  environment  as  well  as  munificence-

scarcity,  simple-complex,  and  stable-dynamic  levels.  According to  the  literature 

review,  the  situational  factors  of  the  external  environment,  the  firm’s  contextual 

environment, its strategic leadership, its organizational structure, and strategic choice 

variables  can  have  considerable  influence on  organizational  effectiveness,  at  least 

under particular conditions.  Also, these contingencies invoke management challenges 

that cannot be ignored if organizations wish to make sustained profitable growth and 

operate  with  organizational  effectiveness.  Both  the  contingency  theory  and  strategic 

management  theories  are  sound  theoretically  and  empirically,  being  powerful  and 

empirically valid and superior to the various other anti-positivist organization theories 

(closed  system  theory,  strategic  choice  theory,  political  theory  of  organizational 

structure,  organizational  typologies,  and  organizational  systematic  theory).  This  is 

why the researcher selected the strategic management and the contingency theory for 

studying the effectiveness of an organization.  

To study the interrelationships among contingency variables, strategic actions, 

strategic stances, organizational structure, and organizational effectiveness, the works 

of theorists such as Burns and Stalker's (1961) environment, Miles and Snow's  (1978) 

strategy typology, Mintzberg’s (1993)  five configurations, Porter’s (1979) framework 

were selected for this research study.  

The  structure  of  this  study  is  a  multi-case  study  research  based  mainly  on 

explanatory  and  descriptive  studies.  The repetitions  of  each  case  study  show  the 

degree  to  which  the  facts  fit  each  model,  and  actually  illustrate  a  pattern-matching 

technique  at  work  (Yin,  2003:  151-155).  Three  groups  of  registered  firms  in  the 

energy  industry  from  the  Stock  Exchange of  Thailand  were  selected  1)  Petroleum 

(oil& gas) in the case of  PTT  Plc.(PTT), The Bangchak Petroleum Plc. (BCP), and 

Thai Oil Plc. (TOP); 2) Power generating group: Electricity Generating Plc.(EGCO), 

Banpu  Plc.  (BANPU),  Ratchburi  Electricity Holding  Plc.  (RATCH);  3)  Service 

group: Bangkok Aviation Fuel Services Plc. (BASF).  All of these firms were selected 

as the units of analysis at the organizational level. 

They  were  selected  primarily  on  the  basis  of  one  criterion:  each  had  made  a 

significant investment in energy development, such as assets, technology, resources, 
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to  operate  as  a  long-term  commitment.  Despite  this  commitment  being  common  to 

these  selected  companies  and  evident  from  the  outset,  there  were  substantial 

differences among the companies in relation to their structures, histories, products and 

services, technologies, accumulated competencies or learning curves, their resources, 

strategic  leadership,  and  their  internal  and external  environments.  The  need  to  take 

account  of  so  many  variables  in  each  organization  is  crucial  for  evaluation.  At  the 

same  time,  to  evaluate  the  relative  influence  of  environment  towards  the  strategic 

stance  by  strategic  leaders  in allocating  the  resources  is  also  important,  as  this  will 

definitely impact more or less on their organizational effectiveness.  

In  the  literature  review,  the  strategic  management  process  has  two  strategic 

actions  to  investigate,  namely  the  external  environment  condition,  and  the  internal 

contextual factor of the firm.  

Organizational  environment  is  defined as  everything  outside  a  particular 

organization  and  that  which  could  potentially  affect  organizational  effectiveness.  In 

the  study,  the  external  environment  condition  was  analyzed  in  three  levels  of 

dynamism,  munificence,  and  complexity.  It was  also  conducted  in  the  antecedent 

analysis for ‘general’ environment and ‘task’ environment.  In the study, the general 

environment  refers  to  the  political-legal  condition,  economic  factors,  socio-cultural 

influences, technological factors, and ecological issues. It basically does not directly 

affect  the  short-run  activities  of  the  organization  but  it  often  influences  the 

corporation’s long-run decisions. It can be measured by the risk management done by 

the  top  management  team.  Another  study  is related  to  ‘Task’  environment,  which 

refers  to  the  specific  environmental  variables  that  are  suitably  selected  and  directly 

relevant to the organization in achieving its goals. This includes customers or clients, 

suppliers  (of  raw  materials,  product/services),  competitors,  government  regulatory 

agencies, community or other public pressure groups such as financial institutes, the 

stock exchange commission, and employees/ labor unions.  

For  the  internal  contextual  factor  of  the  firm,  the  study  focused  on  two 

dimensions: the strategic leadership, and the organization’s structure. 

Strategic  Leadership  is  defined  as  a group  of  persons  who  have  the  overall 

responsibility  for  an  organization's outcomes  by  creating,  anticipating,  and 

communicating  vision,  aligning  the  allocation  of  resources to  cope  with  external 
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opportunities.  Additionally,  the  strategic  leaders  must  have  the  ability  to  define  the 

organization's  mission,  maintain  flexibility,  formulate  and  implement  strategies, 

create trust, and empower and align people to initiate changes that will create a viable 

future for the organization. These strategic leaders are the so-called, ‘TMT’.   

In  the  study,  TMT  refers  to  all  the  managers  identified  by  the  CEO  as 

belonging to the TMT, inside board members, all managers at the vice-president level 

and higher, the founders of the organization, the executive team, chief and staff, the 

executive  council,  the  administrative  team,  the  management  team,  the  executive 

cabinet,  and  the  strategic  management  team.  The  roles  of  the  board  of  directors 

involved  in  the  strategic  decision-making  process  include  strategic  formulation 

review, proactively initiating strategic discussions. However, in this study, the board 

of  directors  are  not  included. Strategic  leadership  is  measured  by  ‘VIP’:  1)  Vision/ 

mission,  2)  Process/Alignment  to  corporate  policy,  articulation,  communication, 

employees’  work  efficiency,  and  their  commitment,  3)  Integrity,  staff  loyalty  to 

organization;  Moreover,  the  TMT’s  executive  profiles  by  age,  educational  background, 

working  and  professional  experiences,  personality  and  style,  values  (risk  averters  or 

risk takers), acting as icons or role models for the success of the firm, communication, 

and  administrative  variables  such  as  executive  team  tenure,  locus  of  control  and 

power were being investigated. 

Organizational  structure  is  defined  as  the  allocation  of  responsibilities, 

activities,  and  authority  to  individuals and  subordinates.  These  individuals  are 

allocated  vertically  and  horizontally  within  an  organization  chart  that  describes  the 

basic  arrangement  of  work  positions,  formal  authority  and  communication  as  the 

formal allocation of work and the administrative mechanisms to control and integrate 

work  activities  together,  as  well  as  the coordination  of  the  interaction  of  working 

patterns.  In  the  study,  the three  components  of  complexity,  formalization,  and, 

centralization were investigated. 

Complexity of organization structure refers to the degree of differentiation that 

exists  within  an  organization.  It  includes the  subsets  horizontal,  vertical,  and  spatial 

differentiation. Horizontal differentiation refers to the degree of horizontal separation 

between  units  based  on  the  orientation  of members,  the  nature  of  the  tasks  they 

perform  job  titles  and  their  education  and  training.  Vertical  differentiation  refers  to 
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the  depth  in  the  structure  which  is  measured  by  its  spans  of  control,  the  number  of 

levels  from  the  highest  position  in  the  organization.  Lastly,  spatial  differentiation 

refers  to  the  degree  to  which  the  location of  an  organization’s  offices,  plants  and 

personnel are dispersed geographically, measured by being domestic or international 

expansion.  Additionally,  specialization  refers  to  the  extent  to  which  the  tasks  of 

energy firms are performed by an individual group of specialties or division of labor. 

It  is  quite  obvious  in  this  energy  industry  that  there are  many  specialist  groups  or 

divisions  of  labors  such  as  engineering, logistics,  product  and  development,  R&D, 

power purchasing department, and so forth.  

Formalization  is  defined  as  the  extent to  which  rules  that  govern  and  define 

these  duties  and  responsibilities.  It  involves  the  extent  to  which  explicit  rules, 

regulations, policies and procedures govern organizational activities. It also refers to 

the degree to which jobs within the organization are standardized. It is measured by 

standardization, working procedures, and written down in documentation form. 

Centralization is the extent to which the locus of overall decisions made by the 

top management team empower the organization members. It is measured by a degree 

of  dispersion  or  concentration  in  decision-making  authority  along  the  organizational 

hierarchy,  including  the  degree  to  which  the formal  authority  to  make  discretionary 

choices is concentrated in an individual, unit, or level. Decentralized is the low degree 

of centralization. 

All  of  these  above  factors  were  included  in  order  for  investigation  as 

independent  variables.  In  addition,  these  environment-strategic  leadership-structures 

were  woven  together  by  strategic  stance typologies  developed  by  Miles  and  Snow: 

prospectors, defenders, analyzers, and reactors. 

In the study, a prospector is defined as the extent to which an organization’s 

strategy is continually exploiting new product and market opportunities: prospectors 

regularly  experiment  with  potential  responses  to  emerging  environmental  trends. 

Innovation is more important than high profitability, and is constantly attempting to 

identify  new  market  segments.  The  company  has  built  its  reputation  and  long-term 

profitability on developing innovative products, getting quickly to market with those 

products, and  exploiting opportunities. Since flexibility is critical to prospectors, the 

structure  will  also  be  flexible.  A defender is  defined  as  the  extent  to  which  the 
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organization’s  strategy  focuses  on  improving the  efficiency  of  their  operations.  Its 

structure  is  made  up  of  high  horizontal  differentiation,  centralized  control,  and  an 

elaborate formal hierarchy for communication. Over time, true defenders are able to 

achieve  and  maintain  small  niches  within  their  industries  that  are  difficult  for 

competitors  to  penetrate.  An  analyzer  is  viewed  as  the  extent  to  which  the 

organization’s strategy is trying to capitalize on the best of both the preceding types 

and a hybrid type. They seek to minimize risk  and  maximize  opportunity for profit. 

Their  strategy  is  to  move  into  new  products  or  new  markets  only  after  viability  has 

been proven by prospectors. Analyzers imitate prospectors.  They also seek a hybrid 

of both flexibility and stability, and respond to these goals by developing a structure 

made  up  of  dual  components.  Parts  of  these  organizations  have  high  levels  of 

standardization,  routinization,  and  mechanization  for  efficiency.  Other  parts  are 

adaptive,  to  enhance  flexibility.  Its  organizational  structures  can  accommodate  both 

stable  and  dynamic  areas  of  operation.  Finally,  a  reactor  is  defined  as  the  extent  to 

which the organizations’ strategy is inconsistent and unstable patterns arise when one 

of  the  other  three  strategies  is  pursued  improperly.  They  respond  inappropriately, 

perform poorly, and as a result are reluctant to commit themselves aggressively to a 

specific strategy for the future. The reactor has no consistent substantive stance, and is 

likely to have a formal stance imposed by external agencies, such as regulators. Even 

if  a  reactor  is  instructed  to  behave  like  a  prospector,  it  may  lack  the  culture  and 

expertise to successfully adopt this strategy.  

On organizational effectiveness was chosen to be the dependent variable of the 

study  and  its  effectiveness  predicted  according  to  four  perspectives:  financial, 

internal-business  process,  customer,  learning  and  growth  (Kaplan  and  Norton,  1996 

and  2001).  A  composite  index  for  measuring overall  performance  is  constructed  for 

organizational effectiveness measurement.  

Multiple methods were used to collect data, including the primary data from 

in-depth interviews, follow-up clarification interviews, and the purposive sampling of 

key informants were used. The sources of informants were the top executives such as 

CEO, MD,SEVP, EVP, deputy MD  or other  senior management on the top management 

team (TMT) who have been assigned by executives as a representative to participate.  

The  other  primary  data  was  derived  by  survey  from  other  stakeholders  such  as 
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managerial executives and employees of the firms.  In addition, two executive experts 

in the field of the energy sector were consulted for discussion and judgments, as well 

as the key customers for the firm’s evaluation. Open-ended, semi-structured questionnaires 

were  used  to  allow  the  respondents  to provide  their  own  performance  criteria, 

outcome  conclusions,  and  factors  that  affect  organizational  effectiveness.    In  the 

study, the researcher also asked how satisfied management was with the current tools 

in  measuring  organizational  effectiveness,  which  one  is  the  most  important 

performance criteria. In short, every enterprise said the same thing, namely that they 

have been using the ‘Balanced Scorecard’ technique for their organization, but some 

had modified it to suit and fit their criteria in operation. 

The secondary source of gathering data for this study was empirical data. The 

archived financial data from SET was compiled and analyzed to evaluate the accuracy 

of data provided by corporate annual reports, news, stakeholder informants, website, 

and  other  publications,  as  well  as  attending  periodically  the  seminars  held  by  the 

Stock Exchange of Thailand. 

Since, it is sometimes very difficult to draw conclusions from interviews alone 

therefore  the  researcher  made  a  decision  to  use  other  methods  to  supplement  the 

findings, and so study of many stakeholders were conducted. At least in the following 

manners: 

  1)  To ascertain the executives’ attitudes and opinion of each firm related to 

uncertainty environment condition, as well as the strategic leadership, and other 

organizational variables measures. 

2)  To ascertain employees’ attitudes and opinions of each firm towards their 

strategic leadership, the company’s internal process, and learning & growth.  

  3)  For  customers,  both  in-depth  interviews  and  survey  questions  were 

conducted.  Interviews  were held  with  key  client  executives  who  were  involved 

directly  with  the  evaluated  firm.  Questionnaires  were  also  provided  for  many 

respondents who participated directly in evaluating the firm. 

4)   Since there was various types of customer involvement, it was necessary 

for the researcher to design a questionnaire separately, but all of them were basically 

based  on  the  literature  review in  order  to  make  sure  that  the  results  were  valid  and 

could be comparable across cases.   
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  5)  In the petroleum group, PTT and BCP were evaluated by their main clients 

via  gas  stations,  including  those  of  their competitors  such  as  Esso,  and  Shell  for 

comparisons.  A  total  of  1,004  respondents  gave  feedback.  For  PTT,  and  BCP’s 

evaluation,  only  254,  and  250  sets  were  collected  and  compiled  for  analysis.  TOP 

doesn’t have their own outlet stations, so it was done separately with the same criteria 

of customer satisfaction survey. 

  6)  The same techniques for customers of other firms in the power generating 

and service energy groups were conducted. 

In  sum,  all  of  the  questions  were  drawn  up  in  relation  to  organization 

effectiveness  (see  Appendix  H).  The  questionnaire  was  constructed  and  developed 

based on the relevant information from the literature was specifically formulated and 

relied mainly on the organizational studies found in the literature, especially those on 

organizational effectiveness.  For the sake of simplicity, the questionnaire statement 

used a Likert-type scale  since it was relatively easy to construct, gave ordinal-level 

data  on  the  subject  under  study,  had  good  test  reliability,  and  was  a  good  tool  to 

obtain the work attitudes and perceptions of the subject under investigation. Besides, 

there  was  an  open-ended  (for  strengths and  weaknesses  or  points  for  improvement) 

part, and the respondents were asked to check one of the five points on a Likert scale. 

The  questionnaire  was  designed  to  obtain  the  information  needed  to  test  the 

qualitative  data  from  interview  of  the TMTs  of  the  firm.  There  was  no  hypotheses 

testing in this study. 

In  the  study,  the  two  major  analyses  of  the  interview  data  and  survey  were 

completed  at  separate  times  (the  same  evaluation  period  of  the  first  half  of  the  year 

2009),  providing  evidence  of  consistency  (a-test-retest).    Analytical  generalizations, 

based  on  a  convergence  of  evidence,  rather  than  statistical  inferences,  were  used  in 

forming  conclusions.  The  researcher  also  used  the  multidimensional  scaling  of    the 

Likert  scale,  enabling  the  repertory  grid  technique  data to  be  analyzed.  Within-case 

and across-case analyses were performed, using a replication logic that is analogous 

to  multiple  checks  and  balances.    Then,  the  comparison  for  each  case  of  the 

similarities  and  differences  between  each group  was  also  investigated.  In  short, 

several methods and sources of data were triangulated in order to generate valid and 

reliable  conclusions.  Convergence  was  evident.  Conducting  this  research  took  over 



459 

 

                                             

six months from the end of 2008 to July 2009. The archived data, especially for the 

financial parts, was derived by using the actual figures from the Stock Exchange. In 

addition,  over  a  decade  of  experience  working  for  the  multinational  Exxon,  in  the 

petroleum  oil  group  helped  substantiate  the  competence  of  the  researcher  to  make 

informed judgments on the data that were uncovered in the research finding analyses.  

 

6.2  Discussion of the Findings 

 

The  findings  of  this  research  study  by individual  research  questions  can  be 

summarized as follows: 

 

6.2.1  Research Question 1 :  

In the energy (petroleum, power generating and service) sector, why does an 

organization in the same environment have different organizational effectiveness?   

The  literature  review  of  strategic  management  and  structural  contingency 

theories  showed  that  there  are  two  strategic  actions:  external  and  internal 

environment.  These  two  factors  more  or less  influence  the  strategic  choices  or 

strategic  stance  of  the  visionary  top  executives  (or  strategic  leaders)  to  choose, 

formulate  appropriate  strategies,  implement,  exert  strategic  control  (such  as  risk 

management)  and  its  resources  to  ensure  that  the  organization’s  strategies  are 

successful in attaining its goals and the effectiveness of the organization in the long-

run.  In  order  to  answer  the  above  questions,  the  analysis  of  findings  by  group  was 

provided: 

    6.2.1.1  For  the  Petroleum  Group:  The  study  of  PTT,  BCP,  and  TOP  

Points-of-parity (similarities): 

    1)  General  environment  conditions  quite  similar,  not  much 

difference in viewpoints 

2)  Have concerns and are well aware of economic conditions, 

ecology concerns, and the firms have programs to cope with dynamic changes 

      3)  Main  business  focus  is  business-to-consumer  (B2C):  

Customer  is  key  focus  to  success,  as  reflected  in  the  high  customer  satisfaction 

survey.  This  leads  to  imperative  conditions  in  which  the  firm  must  meet  this 

parameter. 
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4)  Strong strategic leadership is a must in this group 

5)  Internal process is linked to a firm’s ability to adapt to major 

changes in the environment conditions, and at the same time, it applies to its level of 

learning as well. The finding shows that even though the PTT has been evaluated as 

having  “moderate”  effectiveness  in  the studied  period,  the  company  the  highest 

internal process and learning & growth, which will lead PTT to effective success in 

the long run. 

  6.2.1.2  Points-of-Difference (Dissimilarities):  

      1)  Technology and innovation: BCP has developed their R&D, 

changing  the  old  technology,  and  is  a  pioneer  in  launching  new  products  such  as 

Biodiesel, Euro-IV, and so forth, as well as constant product development   

2)    Strategic  stance  fits  with  the  current  organizational  structure. 

The  findings  showed  clearly  that  BCP  has  managed  the  structure  to  cope  with  external 

environment  conditions,  a  structure  of  high  complexity,  high  formalization,  with  low 

spatialization and a domestic focus), moderate decentralization, moderate span of control, 

and a differentiation strategy by SBU. BCP’s strategic stance of being a prospector fits with 

the current structure according to Miles and Snow, and Hintzberg’s theories. 

      3)    The  learning  and  growth of  BCP  is  lower  than  the  others. 

TOP has the highest evaluation in line with their length of time in this industry (TOP 

(48), PTT (30) vs BCP (25)-years); Therefore, BCP needs to increase the level of this 

dimension. Learning is not only a source of competitive advantage but also absolutely 

necessary for survival (Senge, 1990; Schein, 1993). 

 

  6.2.2  For Power Generating Group :   

  6.2.2.1  Points-of-Parity (Similarities): 

      1)    The  main  business  focus is  business-to-business  (B2B).  In 

the  long  term  commitment,  BANPU  has  an  abundance  of  resources  (high 

munificence) due to its diversification overseas. 

      2)  The learning & growth of this energy group is classified as 

moderate, again BANPU has the higher degree than the other two. 

      3)  Strong strategic leadership is a must in this group. 

    6.2.1.2  Points-of-Difference (Dissimilarities):  
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      1)  Strategic stance fits with the current organizational  structure. 

The  findings  showed  clearly  that  BANPU  has  managed  the  structure  to  cope  with 

external  environment  conditions-a  structure  of  high  complexity,  high  formalization, 

with  high  spatialization,  moderate  decentralization,  moderate  span  of  control,    with 

differentiation strategy by SBU. The strategic stance of defender fits with the current 

structure according to Miles and Snow and Hintzberg’s theories. 

      2)  Internal Process is linked to a firm’s ability to adapt to major 

changes  in  the  environment  conditions,  and  the  same  time,  it  applies  to  its  level  of 

learning as well. The findings showed BANPU is a very solid.  

      3)  Learning and growth as BANPU has been the longest in this 

segment  (BANPU (26); EGCO (17); RATCH(9)) 

      4)  BANPU diversification strategy to international markets,  and  

acquiring the resources for supply (coal mining) as well as its power generating plants 

has created successful of organizational effectiveness. 

   6.2.1.3  For the Service Group:   

    Points-of-Parity, Similarities (Compared with the Other two Groups): 

      1)    Like  the  other  firms  in  the  energy  industry,  the  external 

environment condition has shaped the company’s strategic stance. 

      2)    Customer  satisfaction  is  a  must  to  guarantee  the  business 

success. 

    6.2.1.4  Points-of-Difference (Dissimilarities):  

      1)  Main  business  focus  is  business-to-business  (B2B).  In 

energy industry for aviation refueling service, with only a few competitors engaged in 

this group. 

      2)   Strategic leadership is a key role and link to the effectiveness of the 

organization. 

      3)  Strategic stance fits with the  current  organizational  structure.  The 

findings  showed  clearly  that BAFS  has  managed  the  structure  configurations  to  cope  with 

external  environment  conditions, the  structure  of  ‘low’  spatialization,  low 

verticalization, moderate horizontal, decentralization, wide span of control, with focus 

strategy  by  function.  Strategic  stance  of  defender  fits  with  the  current  structure 

according  to  Miles  and  Snow  and  Hintzberg’s  theories.  Moreover,  BAFS’  growth 
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strategy is via ‘organic’ growth which it can achieve through commitment to customer 

satisfaction, employees engagement and core profitability which is a smart long-term 

strategy for any company (Hess, 2007: 1). 

4)    The  findings  is  that  BAFS  compared  to  across-sectors,  its 

internal process, and learning & growth has a very solid assessment in effectiveness, 

with over 26 years on the SET. 

5)    The  biggest  concerns  of  this  group  are  the government  and 

political  unrest  which has  a  high  impact  on  their  business  for  both the  short-term  and 

long-term. 

 

 6.2.2  Research Question 2:  

Which conditions or components should be taken into consideration in order to 

develop  the  better  conditions  for  a  firm  to create  a  suitable  organizational  structure 

and organizational effectiveness? 

With regard to the literature review and a look at how the theory can work in 

practice, the findings showed the following conditions that the firm should adopt: 

1)  The strategic actions of both external and internal environment conditions 

scanning  should  be  periodically  assessed,  especially  for  an  organization  in  an 

uncertainty environment. Such is in the case of the petroleum group in which the top 

management  team  viewed  as  very  dynamic  the  level  of  resources  (munificence/ 

scarcity  level)  should  be  assessed. PTT  itself  to  be  very  strong  in  this munificence 

level  (gas,  exploration)  due to  its  strategy  being  expanded  to  cover  upstream  to 

downstream. However, to compete successfully in the global market place, PTT needs 

to develop innovative products and services quickly and cost effectively. They need to 

be  able  to  operate  beyond  their  own boundaries  and  maximize  potential  synergies 

among  the  group.  Prediction  is  very  crucial,  e.g.  PTT  made  losses  in  financials  in 

inventory stock due to fluctuations in pricing in 2008; as a result, the company had a 

poor outcome in the first half of 2009. 

  2)  Visionary  companies  have  a  solid  strategic  leadership  to  formulate  and 

implement  strategy  by  achieving  agreement  or  a  census  of  employees,  where 

managers  and  employees  work  together  to  achieve  mutually  agreed  performance 
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goals.  Articulation,  communication,  and  integrity  of  strategic  leader’s  attributes  are 

key to effectively leading an organization.  

  3)  Proper  structure  configuration  is imperative  to  creating  an  effective 

organization.  

  4)  Regarding to strategic stance that the firm should employ, ‘Innovation’ as 

in the case of the prospector BCP, it shows clearly that even BCP’s size of operation 

is  smaller  than  other  firms  in  the  same  (PTT,  TOP),  or  even  its  international 

competitors(Esso or Shell), BCP can be most effective as long as it can develop the 

appropriate relation (match) between task environmental demands and organizational 

arrangements.  

  5)  Matching  between  strategic  actions  (external  environment  and  internal 

environment) and strategic stance is conditional for the firm’s success. 

  6)  Task environmental condition is very useful in assessing the organizational 

effectiveness  due  to  its  conditions  interacting  directly  with  the  effectiveness  of  the 

organization. For instance, concerning the customers, government policy, financial/capital 

institution, and suppliers of the raw materials showed high impact across-the board on 

the  effectiveness  of  an  organization.  It  reflects  and depends  upon  their  contextual 

environment.  

  7)  In the study, the strategic planning timeframe has become very short term 

(typically  3  years  instead  of  7  to  10  years),  with  the challenge  being  less  about 

choosing a strategic direction and more about implementing the latest chosen strategy.

  8)    HRM:  Since  the  heart  of    the  ‘psychological  contract’  (the  set  of  unwritten 

mutual expectations between employers and their employees is trust, this finding suggests 

that  HR  should  have  more  specific  programs  to  create  the  right  atmosphere  between 

managers and employees. This will enable change and align with the corporate direction. 

Strategic leadership is key for this change. This represents a real threat and a risk factor for 

continued  business  success  since  the  heart  of  the  psychological  contract  is  ‘trust’,  which 

change  research  suggests  can  be  a  major  enable  of  change  while,  conversely,  a  low  trust 

level is one of the greatest barriers to change.  

  9)  In this industry, it is obvious that ecology and community are increasing in 

their  importance  to  the  firms.  The  senior  management  have  to  put  this  on  the 

corporate  agenda  and  not  just  only  for  corporate  image  or  branding,  for  instance, 
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CSR, ISO 140001 and other programs, as this will ensure the success of the firm in 

the  long-term.  One  example  as  previously  described  is  case  of  the  health-impact 

assessment (HIA) at Map Ta Phut.  Many companies lost opportunities in proceeding 

their business due to the lack of compliance over environmental impact.  All parties 

should take this opportunity to lay down a firm framework for investment in projects 

with severe impact on the environment, the people in the community should also learn 

how to participate in the process since they have to live with the projects as well. 

  10)    Since  the  typical  organization in  this  industry  is  ‘mechanistic’  and 

changes to be more ‘organic’ in order to cope with dynamism, the senior management 

can do so by applying  the ‘restructurings, redundancies, delayerings’ concept to the 

firm. Also, if possible, not just only at the top of corporate level, but also for strategic 

business  units  and  functional levels  should  be  scrutinized.  One  way  is  to  have  a 

regular  meeting  between  the  senior  management  and  the  staff  or  within  their 

subsidiaries.  As  in  the  case  studied,  basically,  there  are  few  meetings,  around  1-2 

times per year.  

 

6.2.3  Research Question 3: 

How does the internal organizational environment influence the organizational 

effectiveness of the firms in the energy group in the SET? 

Two  main  internal  factors  -strategic  leadership,  and  organizational  structure- 

were studied and discussed as follows: 

  6.2.3.1  Strategic leadership:  in the study, strategic leaders refer to a 

group  of  persons  (CEO,  or  TMT)  who  have  the  overall  responsibility  for  an 

organization's  outcomes  by  creating,  anticipating,  and  communicating  vision  and 

aligning the allocation of resources to cope with external opportunities. Additionally, 

the  strategic  leaders  must have  the  ability  to  define  the  organization's  mission, 

maintain  flexibility,  formulate  and  implement  strategies,  create  trust,  and  empower 

and  align  people  to  initiate  changes  that  will  create  a  viable  future  for  the 

organization. Strategic leadership is the most powerful determinant of organizational 

effectiveness  for  the  seven  case  studies.  Those  who  have  a  solid  top  executive 

management  team  will  indicate  clearly  and  positively  their  organizational 

effectiveness.  
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      1)  It is very difficult for visionary strategic leaders in a short 

term tenure to lead the organization to the desired goals in the long run; therefore, the 

middle  or  senior  management  in  the  top  management  team  (TMT)  have  to  be 

strengthened in order to be prepared either for the parent firm or as a secondment in 

the subsidiaries. 

      2)  Risk of successor for the top executives is one of the main 

issues  in  this  industry.   Given  their  key  roles  in  building  a  change-able  culture, 

strategic  leaders  should  be  nurtured  at  all levels  in  the  organization.  Investing  in 

leadership development should therefore be seen as a critical activity. This contrasts 

sharply with company practice.  According to Connolly (2003), only 62 percent of US 

chief executives interviewed in Fortune magazine said that they had a successor lined 

up. According  to  Kotter  (1995), the  transformational  leader  ensures  that  the  next 

generation of top management embodies the new approach. For instance, Jack Welch, 

the former CEO of General Electric, was a long-term employee of GE. Even when the 

CEO is not a long-term employee of the company, the visionary organizations tend to 

manage the transition towards a new era by ensuring that the new CEO builds on the 

achievements  of  the  previous  CEO,  rather  than  ignoring  the  succession  plan. 

Moreover,  the  great  leaders  set  their  successors  up  for  spectacular  success  (Collins, 

2001;  quoted  in  Holbeche,  2005:  416-417).  This  requires  HR  to  ensure  the  firm  is 

building successors for future leadership roles. They should have accurate and up-to-

date data on, and personal knowledge of, potential leadership candidates.  Moreover, 

visionary companies are all careful to institutionalize their ideologies in various ways. 

They  tend  to  select  people  for  their  organization  who  share  similar  beliefs,  and  to 

grow their own and have well-developed succession planning. 

      3)  Articulation or cascading down from top to below needs to 

be done throughout the whole organization regularly. Moreover, the vision, mission or 

other  core  value  statements  should  be  well-defined  clearly,  not  too  ambitious  or 

unrealistic  because  it  will  be  part  of  the  corporate  culture  to  drive  the  people  in  the 

organization  to  see  the  same  thing,  with  a viable  fit  to  their operations.  Otherwise, 

sub-optimization in organizational effectiveness occurs. 

      4)  The characteristics of strategic leaders in the energy group 

are on average in theory early 50, have a high educational background, mainly from 
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engineering    plus  the  management  field. They  are  also  a  conservative  type  (risk 

averters) and there exists a high gap between the top management and the successors. 

      5)  The studies did not cover the board of directors who are at 

the very top of the management in strategic decisions policy.  

  6.2.3.2  Organizational Structure: in the study, organizational structure 

was  empirically  explicable  by  many  organization  theories,  such  as  contingency 

theory. The study focused on three dimensions: 1) Complexity refers to the degree of 

differentiation that exists within an organization. It includes horizontal, vertical, and 

spatial differentiation, 2) Formalization is defined as the extent to which rules govern 

and define those duties and responsibilities, and 3) Centralization refers to the extent 

to  which  organizational  decision-making  authority  is  dispersed  or  concentrated 

(Aiken and Hage, 1971; Robbins, 1990: 106).  

  The findings of the research study can be summarized as follows: 

    1)    For  the  petroleum  group,  to  be  an  effective  organization, 

under a ‘dynamic’ environment condition, the selected structure configuration which 

is  prone  to  organic  type, with  a  moderate  span  of control  and  solid  strategic 

leadership,  the  appropriate  strategic  fit  is  as  an  innovative  prospector  (e.g.  the  case 

study of BCP). 

    2)  For the power generating group, to be an effective organization 

under  a  quite  stable  environment  condition,  with  solid  strategic  leadership, 

mechanistic and a  structure configuration, the appropriate strategic stance is that of a 

defender (e.g. the case study of  BANPU). 

    3)  For the service energy group, to be an effective organization 

under the dynamic environment condition, as an organic type with a wide a span of 

control and a solid strategic leadership, the appropriate strategic stance is that of  an 

analyzer or prospector (e.g. the case study of BAFS). Its growth is achieved through a 

commitment to customer satisfaction, employees engagement, and core profitability. 

    4)    The  general  environment  condition  is  useful  for  long-term 

trends, but for the study the task environment condition is useful for specific analysis 

as it reflects the difference in contextual environment, and the nature of the firm, e.g. 

supplier, customer, competitor, technological and so forth.  
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    5)  Stakeholder view, especially for the ecological community 

was  the  most  crucial  imperative  success  for the  firms  in  this  energy  industry  as 

confirmed by all cases. 

    6)  A combination of both financial and non-financial measures 

should  be  more  powerful  and  appropriate  to  explain the  effectiveness  of  the 

organization. 

    7)  An uncertainty condition is a threat to the effectiveness of 

the organization, while a static environment creates significantly less uncertainty for 

the  firm  than  a  dynamic  one.  Managerial  perception  of  reducing  environment 

uncertainty  can  be  accomplished  through the  manipulation  of  the  organizational 

structure,  its  strategic  stance,  clear  vision/mission  articulation,  effective  internal 

process, size and technology. 

    8)    Economic,  ecological  and customers  conditions  are  highly 

affect the strategic stance. Political-legal force was a critical impact on the petroleum 

and service energy groups.  

    9)    Visionary  strategic  leadership  is  clearly  a  crucial  powerful 

determinant  of  organizational  effectiveness  due  to  a  strong  background  profile  in 

education,  working  experience,  and  being  a  risk-averter type.  A  succession  plan  is 

recommended. 

    10)  The study recommended a solid effort by strategic leaders, 

top  executives,  and  policy  makers  in  improving  Internal  Process  and  ‘Learning  & 

Growth’ in terms of risk management practices, the strategic leadership values, HRM 

practices,  and  work  efficiency.  All  of  these  indicated  a  direct  positive  impact  on 

organizational effectiveness. 

    11)  Organizational effectiveness was determined by contingency 

variables  at  different  degrees.  Therefore,  the  top  executives  must  consider  each  of  the 

contingency  variables  carefully  and  how  they  separately  affect each  dimension  of  its 

organizational effectiveness. The relationship is circular (feedback).  

    12)    Attacks  on  Chandler’s  strategy–structure.  Chandler’s  theory 

indicated  that  changes  in  corporate  strategy  preceded  and  led  to  changes  in  an 

organizational structure. A new strategy required a new or at least refashioned structure if 

the  enlarged  enterprise  was  to  be  operated  efficiently  and  unless  structure  follows 
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strategy, inefficiency results. (Robbins, 1990: 126). Since the subjects of the case studies 

were  established  decades  ago,  one  over  five  decades  (TOP)  and  another  over  three 

decades, the strategy and structure have evolved.  There is not one-way relationship; in 

fact, based on the TMT interviewees, the relationship of strategy and structure is circular. 

That means, the strategic leaders have agreed and set forth the direction, and the designed 

the  organization  to  cope  with  changes.  In  some  cases,  the  structure  was  already 

established and over the time the strategic leaders have changed (by terms of tenure), with 

gradual  adjustments  to  the  organizational  structure,  but  not  quick  changes  (incremental 

changed). This was reflected in the case of RATCH, in which the team and structure was 

established as EGAT-like on day one and the culture also hardly changed. 

 

6.3  Recommendations 

 

  The  above  findings  provide  some  directions  for  top  management  and  policy 

practitioners for future research and practices. 

  

6.3.1    The  research  findings of  this  study  suggest  that  it  is  important  for  the 

top management to realize that within the same industry, there may be organizational 

effectiveness  variations  due  to  both  controllable  and  uncontrollable  environment 

conditions  at  different  levels.  Prediction  of  the  environmental  condition  changes  by 

monitoring  with  a  risk  management  team  both  external  and  internal  institutions  are 

recommended. 

6.3.2  The  results  of  this  study  also suggest  that  among  the  strategic 

management  process  and  its  associated  contents,  actions  and  strategic  stance  are 

substantially dependent on one another to different degrees. Organizational effectiveness 

was the result of every effort by senior management to allocate resources to cope with 

the  changes  in  environment.    Some  feedback  between  strategy-structure-strategic 

leaders  toward  the  environment  is  needed.  This  is  a  vital  instrument  for  strategic 

leaders to understand, internalize, formulate, implement, and control. The relationship 

is  circular.  This  implies  that  the  firm  should  be  periodically  checked  for  trends  and 

understanding environmental changing for their strategic planning. 
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6.3.3    The  general  environment  concept is  prone  to  long-term  impact.  The 

relationship  to  organizational  effectiveness  and  organizational  structure  is  one-way; 

whilst  the  ‘task  (specific)’  environment  concept  is  very  useful especially,  in  the 

contextual  environment  analysis,  it  has  an  interrelationship  with  an  organization 

directly. In addition, the relationship of task environment and organization was shown 

to be circular; for instance, in the customers’ satisfaction survey feedback will be very 

helpful  for  a  company  to  readjust  and  improve  their  operations,  communities 

surrounding  the  refineries,  as well  as  the  other  interested  pressure  groups,  such  as 

financial  institutions,  and  investors.  The  relationship  is  circular.  These  are  good 

sources of information for management to reduce environmental uncertainty risks. 

6.3.4  The results in the across case studies suggest that strategic leaders must 

consider  each  of  the  variables  carefully,  and  how  they  separately  affect  each 

dimension of organizational effectiveness, such as in the near-, medium- or long-term 

in order to understand the importance of the environment element and have a better 

developed  risk  management,  such  as  financial/  capital  investment  in  mega  projects, 

government  policy  impact,  -suppliers  pricing,  and  resources  (raw  material)  scarcity, 

competition, consumer behavior changes and so forth. 

6.3.5  The research study in all cases obviously indicates that strategic leaders 

play the key roles in achieving organizational goals, and also show the effect of the 

organizational  environment  condition  on  organizational  effectiveness.  Strategic 

leadership  is  composed  of  vision,  mission,  and  social  architecture and  is  aligned  to 

lead and guide the people and employees, allocate the proper resources to achieve in 

stakeholder expectations and be confident as the icon of success or role model of an 

enterprise.  There  is  a  high  relationship  between  strategic  leadership  and  organizational 

effectiveness and this was reflected in the top management executives’ commitments 

in vision/mission as well as employees’ attitudes. The findings depict the attitudes of 

both  employees  and  even  those  among  the  managerial  team  towards  the  strategic 

leadership  as  being  aligned  in  process,  employee  participation,  effective 

communications, work  efficiency, loyalty to organization, corporate governance and 

customer social responsibility and so forth. Otherwise, the organizational performance 

will not be achievable. 
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6.3.6    Under  the  conditions  of  organizational  effectiveness  result  variations 

exists such as that of PTT which was low in financial evaluation during the 1st half of 

2009, but when the other three non-financial measures such as customer satisfaction, 

internal  process  and  learning  &  growth were  considered,  PTT  proved  outstanding. 

This  implied  that  strengthening  for  customer’s  relationship  (high  satisfaction)  will 

ensure  a  long-term  commitment  and  sources  of  revenue  for  loyal  customers.  The 

tracking of customer satisfaction should be done periodically 

6.3.7  The  internal  process  and  learning  &  growth  will  be  sources  of  the 

capabilities  of  -  human  resources  and  innovation  to  be well  prepared  for  growth 

(PTT’s size is the biggest in terms of assets (106 times larger than  BAFS), BAFS’s 

assets  are  the  smallest,  followed  by TOP,  EGCO,  BCP,  BANPU,  and  RATCH 

respectively,  as  shown  in  Table  5.3).  Lean  and  flat  is  recommended  in  cases  of 

dividing by SBU. 

6.3.7    Relating  to  organizational  structure,  the  study  focused  on  the  energy 

industry  only  and  the  findings  obviously  showed  that  their  current  organizational 

configuration  was  quite  more  rigid  or  prone  to  the  mechanistic  type  according  to 

Burns  and    Stalkers  (1961)  and  Mintzberg’s  five  configurations  (1983;  1993).  The 

organizations  were  designed  as  divisional  (in  the  cases  of  PTT,  BCP,  BANPU  and 

RATCH),  and  functional  (TOP,  EGCO  and  BAFS)  with  high  complexity  in 

horizontal,  high  verticalization,  and  high  specialization.  The  case  studies  of  BCP, 

TOP,  RATCH,  and  BAFS  showed  moderate,  rather low spatialization. Therefore, to 

be organic the strategic business unit was adopted. For instance, to be centralized in 

the headquarters, but more decentralized in the SBU or on the subsidiary level (as in 

the case studies of PTT, EGCO, BANPU). This implied that becoming more flexible 

and responding more quickly to change will increase organizational effectiveness in 

the  long-run.  One  of  the  solutions  is  the development  of  an  information  technology 

system,  a  chart  of  authority  and  a  risk management  review.  Strategic  planning  and 

regular  meetings  can  facilitate  empowerment  in  decentralization.  Nevertheless,  the 

researcher  agrees  that  top  management’s cognitive  centralization  will  be  primary  in 

focusing  on  the  critical  issues  such  as  financial/  capital  investment  which  require  a 

high  commitment  in  the  long-run  and  needs  to  be  scrutinized.  The  integration 

decisions will be relatively high control.  
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6.3.8  The  energy  enterprise  should  find  strategic  alliances  (such  as 

government  agencies  overseas,  local  enterprises,  NGOs,  or  influencers  in  the 

community)  both  domestically  and  internationally,  especially  for  natural  resources 

security. In case of the enterprise is able to develop by their own resources along with 

the  value  chain  (upstream  to  downstream),  and  the  community  that  the  firm  will 

expand  to.  The  other  recommended  powerful  tools  are  the  CSR  programs,  the  net-

working  social  working,  call  center,  risk  management  (hedging,  exchange  rate,  new 

product  launch  etc.),  and  specific  KPIs  by  each  level  in  order  to  have  a  preventive 

examination the issues. 

6.3.9  The  findings  confirmed  that  organizational  effectiveness  should  be 

measured  in  a  multi-indicator,  not  only  in  a  financial  perspective.  Non-financial 

measures should also be included, for instance, the quality of product/service, brand 

name, images, staff of service providers, facilities and equipment. This was reflected 

in Customer Satisfaction Index.  

6.3.10    In  the  case  study,  all enterprises  indicated  that  they  applied,  more  or 

less,  the  balanced  scorecard  concept  even though  some  have  modified  it  to  fit  their 

corporate operations (as in the cases of PTT, TOP, and BANPU). However, at the end 

of  the  day  the  fundamental  concept  was  still  embedded  in  the  BSC  concept.  

Recommended  measures  should  be  of a  360  degree-view  and  a  CSR  program. 

Everyone in the organization should have a commitment to join such a program in a 

certain  number  of  times,  in  a  continuous  period,  and  this  links  to  the  performance 

appraisal system. The human resources department will play a key role. 

6.3.11  Government policymaker: in the case study, government intervention 

exerts  some  power  to  distort  via  rules and  regulations  such  as  taxation,  subsidy, 

excise, and so forth. For instance, in the case of the LPG subsidy, instead of pricing 

via the market mechanism, the public policy makers are intended to apply the fixed 

price,  high  subsidy,  or  sometimes  free  goods  (6-months  free  bus,  free  electricity 

policy).  In addition, since the enterprise was listed on the stock exchange, there are 

thousands  of  people  who  are  the  stakeholders  that  the  firm  needs  to  take  care  of; 

therefore,  government  intervention  should  be  exerted  with  care  otherwise  the 

confidence of investors will be much more sensitive.  At the same time, policymakers 

who  exert  powers  through  government  agencies  should  be  able  to  foresee  external 
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environmental conditions changing, such as a policy of renewable, green technology, 

green products (less pollutants) which has a huge impact on a large group of people. 

Thus, such a  change should be clearly communicated to energy enterprises at least on 

a  long-term  basis  in  order  to make  sure  that  the  enterprises  are  able  to  prepare  (for 

example technology or techniques) to cope with the changes in time. Political support 

should  be  ongoing  and  evolve  in  order  to  be  certain  that  energy  stability  supply  is 

provided in terms of infrastructure (logistics, IT, product quality standard, consumer 

protection, community, ecology protection, rules and regulations etc.) for these public 

organizations. As a consequence, this definitely influences and impacts organizational 

effectiveness.  

As mentioned, the contribution of the integrated perspective of this study was 

to  bring  the  concepts  of  strategic  management  theories, as  well  as  organizational 

theories and fill the gap of limitations of each theory and to explain the interactions 

between  environment-structure-strategy-strategic  leadership  and  its  organization 

effectiveness.  It  gives  purpose  to  the  notions  of  strategists  and  administrators  or 

decision-makers  while  recognizing  the  constraining  and  enabling  influence  of  the 

external environment. It has interesting implications for organization theory because it 

reduced  the  notion  of  paradigm  incommensurability  among  different  theories.  

Organizations  tend  to  manage  or  control  the  environment  through  resource 

dependence  strategies  in  order  to  balance their  external  dependencies.    Due  to  the 

proposed model, public officials or administrators in practicing field will know how 

to  manage  and  manipulate  their  organization  structure  and  choose  appropriate 

strategies to deal with the uncertainty of the environment. 

Additionally,  the  administrators  can be  aware  of  their  organization’s 

propensity  for  effectiveness  in  order  to reduce  the  uncertainty  and  threat  while 

exploiting environmental opportunities to optimize the organization effectiveness for 

success. The better explanation of energy enterprises and their performances in these 

case  studies  in  terms  of  their  effectiveness  is  achieved  when  utilizing  different 

oriented industry samples (oil, petroleum, power generating, and service) with cross-

sectional research design.  Researchers should be well aware of their unit of analysis, 

level of study, and the study methodology as previously described. 
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6.4  Recommendations for Future Research 
 

Future  research  related  to  this  study  will  be  beneficial  to  the  managerial  and 

administrative development of energy enterprises, as well as academic scholars. The 

researcher would recommend that future research move in the following directions: 

6.4.1  Future research should be conducted by using the strategic management, 

and  structural  contingency  theories  and  enhance  quantitative  methods  in  order  to 

confirm the validity of the effects. An iterative process of qualitative theory building 

and  quantitative  theory  testing  is  needed to  build  the  valid  instruments  which  will 

enhance the researcher’s ability to measure, interpret, and conduct hypotheses testing 

to validate the findings, and falsify the interrelationship among variables.  

6.4.2    The  point  of  the  limited  period  of  study:  As  it  was  a  cross-sectional 

study,    the  data  was  collected  by  in-depth interview  and  survey  as  this  study  was 

limited by time constraints. Some financial data (archival data) was also analyzed in a 

certain  period.  Future  studies  should  consider  including  a  ‘longitudinal  analysis’-  a 

longer  period  or  sample  periods  throughout  the  year.  Having  more  stories  will 

improve the stability and enhance the reliability of the findings. 

6.4.3    The  measurement  of  organizational  effectiveness  by  considering  both 

financial  and  non-financial  metrics  is  very  useful  as  in  reality,  only  one  measure  is 

probably  not  enough.  At  the  same  time,  the  weighted  factor  or  coefficient  of  each 

factor  should  be  investigated  in  measuring the  effectiveness  of  organization  as  this 

will lead to misinterpretation. Further research should add more relevant measures by 

getting  more  participatory  with  the  stakeholders’  viewpoint  (such  as  shareholders, 

investors,  labor  unions,  community,  and  so  forth)  to  evaluate  the  effectiveness  of 

organization.  This will help reduce the ‘gap’ of the measures and seek ways to link 

an  organization’s  effectiveness  on  goal  attainment  to  its  effectiveness  in  resources 

acquisition  and  survival.  The  results  from  such  research  would  provide  comprehensive 

information relevant to the fundamental understanding of the multiple dimensions of 

organizational effectiveness. 

6.4.4  The  absence  of  information  on  the  detailed  strategic  leader’s 

qualifications  on  individual  basis  -especially  for  top  management,  CEO,  Managing 

Director, as well as the board of director members who are, in fact, the key persons to 



474 

 

                                             

strategically lead the enterprise towards success. Admittedly, this study was limited in 

this area. Future studies could track and also collect additional information from these 

strategic  leaders.  Moreover,  this  limitation  suggests  meaningful  directions  for  future 

research especially for human resources management to recruit, prepare, and develop 

the ‘succession plan’ or even the ‘secondment’ - being sent from headquarters to its 

subsidiaries. There have rarely been any such investigations in this field.  

6.4.5  Future  research  should  be  conducted  in  other  public  enterprises  or 

private  sectors  by  employing the  factor  studies  in  this  research  and/or  other 

appropriate  variables  to  obtain  an  overall picture  of  organizational  effectiveness. 

While this study used the energy sector because of its appropriateness for comparative 

analysis,  other  sectors  (such  as  finance, logistic  transportation,  industrial  estate, 

telecommunication, utilities, etc.) can be identified and adopted as samples. Research 

on different industries can offer an opportunity for a sector-comparison as well as an 

industry-comparison.  This  would  be  useful to  top  executives,  business  enterprises, 

owners  or  for  those  who  would  like  to  diversify  globally.  At  the  same  time,  for  the 

government agencies, the stock exchange commission is designing policy formulation 

and implementation. Such studies can attempt to explore further the effectiveness of 

designing an organization in the public and private sectors and identify whether there 

are  distinct  business  sector-specific  or  culture-specific  characteristics.  Furthermore, 

comparative studies of both the public and private sectors can also be beneficial for 

viewing the similarities or dissimilarities between organizational effectiveness in both 

sectors and to enhance the body of knowledge in effective organizational design.  
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SET Index Evolution Affected by Crises 
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List of Key Informants  
 

Name of 
Informant 

Position/Company  Date and Time  Venue 

Dr. Gumpanard 

Bumroonggit 

SEVP, Corporate Planning, 

EGCO PLC 

March 16, 09 

14:00-15:30 

EGCO PLC, 

Headquarters, 

Bangkok, Thailand 

Mr. Kanet 

Visaruthaphong 

Corporate Risk 

Management Division 

Manager, Acting Corporate 

Strategy Division Manager, 

BANGCHAK  

March 18,09 

14:00-17:10 

 

Bangchak 

Headquarters, 

Bangkok, Thailand 

Ms. Monthida 

Malabuppha 

Senior Planner, 

BANGCHAK 

March 18,09 

14:00-17:10 

Bangchak 

Headquarters, 

Bangkok, Thailand 

Dr. Pugdee 

Manaves 

 

Deputy Managing Director. 

BAFS Plc. 

March 30,09 

14:00-17:00 

BASF Headquarters, 

Bangkok, Thailand 

Dr. Sathidpong 

Wattananuchit 

 

Head of Corporate Service. 

BANPU Plc. 

April 7, 09 

10:00-12:30 

Banpu Headquarters, 

Bangkok, Thailand 

Ms. Pattaralada 

Sa-ngasang 

Subsidiary & Investor 

Relations Manager, 

THAIOIL PLC. 

April 27, 09 

10:00-12:30 

Thaioil PLC. 

Headquarters, 

Bangkok, Thailand 

Dr.Tongchat 

Hongladaromp 

Ex-PTT Governor; Ex-

President of Thai 

Petrochemical Industry 

PLC. 

May 4, 09 

9:00-11:00 

Sukhumvit 23 

Mr. Khun 

Prayut 

Thongsuwan  

 

Asst. Managing Director, 

RATCH PLC. 

May 20, 09 

14:00-16:30 

RATCH, SCB Park 

Plaza Headquarters, 

Bangkok, Thailand 

Ms.Charusuda 

Boonkerd   

 

Director, Corporate 

Relations Division, 

RATCH  

May 20, 09 

14:00-16:30 

RATCH, SCB Park 

Plaza Headquarters, 

Bangkok, Thailand 
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Name of 
Informant 

Position/Company  Date and Time  Venue 

Khunying 

Thongtip 

Ratanarat 

Executive Director, 

Petroleum Institute of 

Thailand (PTIT) 

May 28, 09 

15:00-17:00 

PTIT Headquarters, 

Bangkok, Thailand 

Mr.Tevin 

Vongvanich 

CEO, International 

Business unit, SEVP, PTT 

June 23,09 

14:00-16:30 

PTT Headquarters, 

Bangkok, Thailand 

Mr.Jakkrit 

Chuenjailek 

Planning Department, PTT  June 23,09 

14:00-16:30 

PTT Headquarters, 

Bangkok, Thailand 

n/a Executive  Director 

Petroleum  &  Fuel 

Management Department, 

Thai International Airline 

Plc. 

Jul 21, 09  THAI Inter, 

Headquarters, 

Bangkok, Thailand 

n/a Executive Directors, EGAT  July 22, 09  EGAT Headquarters, 

Bangkok, Thailand 
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APPENDIX D 
 

Customer Satisfaction Survey in Gas Station  

(Bangkok and Vicinity Area) 
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Customer Satisfaction Survey in Gas Station (Bangkok and Vicinity Area) 

 

  PTT BCP ESSO SHELL Total 

Variables Mean Mean Mean Mean Average 

Your trusted brand 4.05  3.77 3.96 3.74  3.88

Trustworthy of Fuel Quality  4.05  3.87 4.00 3.80  3.93

Good image  4.14  3.86 3.96 3.74  3.92

Promptness of services 3.79  3.83 3.64 3.34  3.65

Enthusiasm in taking care of 
customers   

3.65  3.78 3.60 3.35  3.59

Courtesy Dress  3.74  3.90 3.65 3.54  3.71

Dress politely and neatly   3.64  3.51 3.32 3.42  3.47

Service process is appropriate   3.64  3.58 3.39 3.54  3.54

Has modern equipments  3.75  3.45 3.43 3.38  3.50

Has signage/brochure etc.  3.60  3.73 3.37 3.42  3.53

Clean space and functional   3.71  3.86 3.25 3.70  3.63

Clean toilet  3.67  3.48 2.44 3.51  3.27

Availability of public telephone  3.62  3.67 2.88 3.50  3.42

Enough Car park lot /space   3.32  3.11 2.99 3.08  3.12

Has a Convenience store/ 
minimart  

3.83  3.79 2.48 3.69  3.45

Overall, Satisfaction 
Evaluation  

3.80  3.77 3.66 3.56  3.70

 

Note:  Low: 1.0-2.33; Moderate:2.34-3.66; High : 3.67-5.0 
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APPENDIX E 
 

Questionnaire for Survey of Executives' Interview 
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Questionnaire for Survey of Executives' Interview 
 
 

 

 
 
 
 

Questionnaire 
 

A Survey of Attitude and Opinion of Executive Level toward 
Strategic Management 

(Strategic Management and Organizational effectiveness: 
A Case Study of Energy Group of  Public Company Listed in Thailand) 

 
 

 

Please kindly answer the questionnaire as much as possible and based on the fact-
based that you have. Data will be analyzed in the holistic picture, we will not disclose 
any personal data, except your consent, the data will be analyzed in the holistic 
picture and will be presented and disseminated in the finding information for public 
administrative development and for organizational development use only.   
 
แบบสอบถามความคิดเห็นน้ี ใครขอใหทานตอบตามความเปนจริง ขอมูลจะเปนการเปดเผยในภาพรวมมิใชสวนบุคคล โดยขอมูล

จะนําไปใชเพื่อประโยชนในเชิงวิชาการและเปนขอเสนอแนะสําหรับหนวยงานทางราชการหรือ สําหรับการพัฒนาองคการตาง ๆ 

เทานั้น ขอขอบพระคุณทานมา ณ โอกาสนี้ 

 
 
 
 

Any issue or suggestion pleases kindly contact NIDA, or the researcher per se at 
tel: 081-xxxxxx . Thank you very much for your time and help. 

 
 
 
 
 
 
 
 
 

Doctor of Philosophy Program in Development Administration School of Public Administration. 
National Institute of Development Administration (Tel: 0-2374-4977)
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EXECUTIVE INTERVIEW FORM 
 

Doctor of Philosophy Program in Development Administration 
School of Public Administration, NIDA 

 
Dissertation topic:   “Strategic Management and Organizational Effectiveness:  

A Case Stud of Energy Group of Public Company in Thailand” 
Researcher:           Vudhi Leelakusolvong  
 

 
Name of 
Informant:………………………………………Position:…………………….............. 
    

Company in SET code: 
.......................................................................................................................................... 
 

Date of interview / Venue: 
.......................................................................................................................................... 
 

 
Vision/Mission/Strategic Leadership: 
1.What would your company like to become in next 7-10 
years? 

  
1 2   3  4  5  6  7 8  9 10 

2.What do you define your company mission ? and Why? 
Related to the government policy? 

 

3.What are your current goals in company do? How, Why or 
why not? Your inspiration? 

 

4. In your opinion, what are the most influencer  conditions 
(probe PEST+DN)  that affecting your firm? Describe one by 
one. 

 

5. Do you have unique characteristics to implement such 
actions in order to achieve the company's goals? 

 

6. What is your current organization structure (probe: 
function, division, matrix)? And do you have a plan to 
change it in the next 3-year? 

 

7. What is the CEO’s tenure? And how do you management 
the successor? (Probe: Internal or external search) 

 

8. Can the staff of your company understand the direction of 
the firm clearly? How? Why or why not? 

 

9. What are the key performance indicators (KPIs) showing 
the achievement of your company's goals? 

 

10. Do you have unique characteristics to implement such 
actions in order to achieve the company's goals? 

 

11. Does your company have any unit in fighting with 
competitors’ actions in order to achieve the corporate goals? 

 

12. How many competitors do you have (major competitors, 
please specify the product sector), how does that you react? 
Why or why not? 
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13. In what way, that your grow your company (probe: 
intensive growth, integrative growth, diversification) 
 

 

External Environment: 
14.Which variables among external environment such as 
political-legal, socio-cultural, economics, technological, 
demographic, and natural resources or others that related or 
not related to the task of your company or subsidiaries?  

 

15. Political-Legal, Regulators 
Probe: Government change and policy change related to energy? 
Do you have any unions in the firm? If yes, what is their 
effect? 

 

16. Who are the regulators that have much effect on the tasks 
of your organization?  
And any position relates to government agency? How? Why 
or why not? Any impact from government or politicians? 

 

17. Please give some examples of the government policy or 
regulators' decision making that has had an effect on the 
tasks of your company.  

 

18.Any comment during the Political Crisis such as Closing 
the Airports at Suvanabhumi and Don Muang during Nov-
Dec 2008 and Red Shirt Event during April 2009?  Why?  
How can you tackle the crisis? 

 

19. E.-economics:              How? Why or why not?   
20. S - Socio-cultural:        How? Why or why not?      
21. T –Technology:           How? Why or why not?   
22. D –Demographic:        How? Why or why not?   
23. N- Natural resources:  How? Why or why not?  
 24.Others (please specify, and elaborate)  
25. What stakeholders (community, customers, government 
shareholder, employees) are the firm concerns and affect the 
organizational effectiveness? How, Why and Why not? 

 

26. How does strategic leadership (Probe: Senior executives 
team) and organizational structure influence the 
organizational effectiveness of your firm in this energy 
sector in SET? 

 

27. Do you think what strategic stance typology 
(prospectors, defenders, reactors, analyzers)* of your firm is 
(see diagram, definition card)? How, Why and Why not? 
 
 
 
 
 
 
 
*Note: strategic stance typology 

 

Little Change 
and 
Uncertainty

Rapid Change 
and High 
Uncertainty
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28. How does level of flexibility of the uncertainty of the 
external organizational environment influence the 
organizational effectiveness of your firm in energy sector in 
SET? 

 

29. How do strategic management factors affect the 
organizational effectiveness of energy sector of public 
companies listed in SET?  

 

30. In your opinion what do you think if you rate the firm as 
prospectors, defenders, reactors, analyzers which one 
determinants of strategic management factors of the firms 
related to your organizational performance? Why, please 
explain? 

 

31. Do the staff of your company have much decision 
making power in performing their tasks in terms of works, 
market? How? Why or why not? 

 

32. When the staff of your company performs their tasks, is 
written documentation (or email) in the form of rules, 
regulations, and working procedures much involved so as to 
let the process of decision making in time? How? Why or 
why not?  

 

33. How does the senior executive level's decision making 
affect your corporate goals in terms of the level of 
centralization? Why or why not? 

 

34. Does the top management have much effect on the 
employees' tasks in terms of the level of written 
documentation (rules, regulations, working procedures)? 
How and why or why not? 

 

35. Which you subsidiaries or divisions in your corporate 
group is responsible for change? 

 

36. How does technology system affect your company in 
terms of the internal work, distribution of energy supply? 
Why or why not? 

 

37. How many (estimated) new products launch per year that 
you have changed during the past three years?   Why or why not?  

 

38. Which issues in your company is responsible for 
customer complaints? How? Why or why not?  

 

39. Are the computerization systems affect your task in 
terms of work?  In What way?  If no,  Why or why not?  

 

40. Does the staff of your department have to use a 
substantial amount of knowledge based on their work 
regarding computerization systems? How? Why or why not?  

 

41.How do staff send their complaints to top management? 
In what way? How?  Why or why Not? 

 

42. Do you apply the Balanced Scorecard concept in the firm 
And its related to organizational effectiveness? If not, what 
is your measurement to organization’s effectiveness? How, 
Why & Why not? Any other system? 
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43. Describe the organization effectiveness related to 
customers?  
44. Describe the organization effectiveness related to internal 
process? How do you management? Any impact to your 
stance? 

 

44. Describe the evaluation success of the firm in terms of 
employee’s appraisal? Training & Development? How? 

 

45. How do your firm build learning and growth?  
46. Any additional comments.  
 
Thank you 
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APPENDIX F 
 

Questionnaire for Survey of Executives' Interview 
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Questionnaire for Survey of Executives' Interview 
 

 

 
 
 

Questionnaire 

 
A Survey of Attitude and Opinion of Executive Level towards 

Strategic Leadership Executives 

(Strategic Executives and Organizational effectiveness: 

A Case Study of Energy Group of  Public Company Listed in Thailand) 

 
Please kindly answer the questionnaire as much as possible and based on the fact-

based that you have. Data will be analyzed in the holistic picture, we will not disclose 

any personal data, except your consent, the data will be analyzed in the holistic 

picture and will be presented and disseminated in the finding information for public 

administrative development and for organizational development use only.   

 
แบบสอบถามความคิดเห็นน้ี ใครขอใหทานตอบตามความเปนจริง ขอมูลจะเปนการเปดเผยในภาพรวม

มิใชสวนบุคคล โดยขอมูลจะนําไปใชเพ่ือประโยชนในเชิงวิชาการและเปนขอเสนอแนะสําหรับหนวยงาน

ทางราชการหรือ สําหรับการพัฒนาองคการตาง ๆ เทานั้น ขอขอบพระคุณทานมา ณ โอกาสนี้ 
 
 
 

Any issue or suggestion pleases kindly contact NIDA, or the researcher per se at 
tel: 081-xxxxxxx (Vudhi). Thank you very much for your time and help. 

 
 
 
 
 
 

Doctor of Philosophy Program in Development Administration School of Public Administration. 
National Institute of Development Administration (Tel: 0-2374-4977)
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EXECUTIVE SURVEY 
 

(Strategic Executives and Organizational effectiveness: 
A Case Study of Energy Group of  Public Company Listed in Thailand) 
Doctor of Philosophy Program in Development Administration 

School of Public Administration, NIDA 

 

 
Please kindly answer the following questions 
 
    

Company in SET code:  .....................  
 
Name:……………………. Position:……………..Tenure (year of position)……(years) 
 

 
 

Part 1. General Profile 
 
1. Gender 
 

  Male          

  Female 

2. Education 
   Below Bachelor Degree 

   Bachelor Degree 

   Master degree 

   Doctorate Degree    

3. Working Experience in this 

Organization  

………………... years   

(over > 6 month =1 year) 

4.  Total working experience of  all companies  

………………... years       

 (over > 6 month =1 year) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 



512 
 

 

ENERGY INDUSTRY STUDIES 
 
Part I. We are interested in your company's relationships with various sectors of the organization external 

environment (e.g., political, economic, suppliers, customers). Specially, we would like you to rate the 
characteristics or behavior of various sectors on the degree of their predictability, where 1 = highly 
predictable and 5 = highly unpredictable. 

 
No. Descriptive Predictable        Unpredictable 

1  Customers:          

  a. their demand for existing products is 1  2  3  4  5 

  b. demand for new products is 1  2  3  4  5 

  c. demand for (oil/petroleum/ chemical/electricity-
energy) product is 

1  2  3  4  5 

2  Government regulatory agencies:          

  a. changes in laws or agency policies on pricing are  1  2  3  4  5 

  b. changes in laws or policies on product standards 
or quality 

1  2  3  4  5 

  c. changes in laws or policies regarding financial 
practices 

1  2  3  4  5 

  d. changes in labor (personnel) laws or policies  1  2  3  4  5 

  e. changes in laws or policies affecting marketing 
and sales and distribution methods 

1  2  3  4  5 

  f. changes in laws or policies on taxation collection 
(excise tax, subsidy) policy/procedures 

1  2  3  4  5 

3  Suppliers of your raw materials –petroleum –crude 
oil, and components: 

       

  a. The price changes are 1  2  3  4  5 

  b. quality changes 1  2  3  4  5 

  c. design(energy product) changes 1  2  3  4  5 

  d. Introduction to new materials or components  1  2  3  4  5 

4  Competitors' actions:          

  a. their price changes are 1  2  3  4  5 

  b. product quality changes 1  2  3  4  5 

  c. product design changes 1  2  3  4  5 

  d. introduction of new products 1  2  3  4  5 

5  The financial/capital market:          

  a. interest rate changes: 1  2  3  4  5 

  b. changes in financial instruments available 1  2  3  4  5 

  c. changes in risk executives 1  2  3  4  5 

6  Stock Exchange of Thailand          

  a. changes in executives and control practices  1  2  3  4  5 

  b. changes in reporting condition 1  2  3  4  5 

  c. changes in corporate governance procedures  1  2  3  4  5 

7  Technology          

  a. changes in your technology /techniques of 
refinery or  production (power, electricity etc.) 

1  2  3  4  5 

  b. changes in work related with new IT support  1  2  3  4  5 

8  Natural resources scarcity          

  a. changes in reserve or amount of natural resources 
(oil, coal, raw materials, etc) 

1  2  3  4  5 
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Part  II.  Directions:  Please  specify  your  organization’s  strategic  position  in  terms  of    agree  or 
disagree with the following statements,  where 1 = strongly disagreed and 5 = strongly agreed 

 
No. Descriptive Strongly 

disagreed 
disagreed  neutral  agreed  Strongly  

agreed 

1  Our strategy emphasizes on exploiting opportunities 
arising due to variability in the environment 

1  2  3  4  5 

2  Our strategy emphasizes on maximizing profits  1  2  3  4  5 

3  We believe innovation is more important than high 
profitability 

1  2  3  4  5 

4  Our strategy emphasizes on diversification 
opportunities to internationals 

1  2  3  4  5 

5  Our strategy reflects high level of flexibility in 
managing risks, political situation 

1  2  3  4  5 

6  Our strategy reflects high level of flexibility in 
managing risks, economic situation 

1  2  3  4  5 

7  Our strategy reflects high level of flexibility in 
managing risks, financial situation 

1  2  3  4  5 

8  Top executives are like to take big financial risks          1  2  3  4  5 

9  Top executives believe that higher financial risks are 
worth taking for higher rewards                                     

1  2  3  4  5 

10  Top executives are  like to “pay safe”                             1  2  3  4  5 

11  Top executives encourage the development of 
innovative marketing strategies, knowing well that 
some will fail                                                                  

1  2  3  4  5 

12  Top executives around here are like to implement 
plans only if that are very certain that they will work   

1  2  3  4  5 

13  Top executives have articulated a clear vision 
/mission 

1  2  3  4  5 

14  We are never first-to-market with new products and 
services 

1  2  3  4  5 

15  We are always a late entrant in establishing the new 
market 

1  2  3  4  5 

16  We never enter mature, stable markets 1  2  3  4  5 

17  Our company is at the cutting-edge of technological 
innovation 

1  2  3  4  5 

18  We have a continuing overriding concern for 
lowering cost per unit 

1  2  3  4  5 

19  This organization can be described as flexible and 
continually adapting to change 

1  2  3  4  5 

20 This organization is always moving towards ways of 
doing things 

1  2  3  4  5 

21  Our strategy emphasizes on human resources rather 
than any thing else 

1  2  3  4  5 

22  People here are encouraged to take a long term view 
of their career with the company 

1  2  3  4  5 

23 
 

Our organization structure and systems are well 
designed to facilitate raid adaptation of product 
/service offerings in order to respond to competitors’ 
moves 

1  2  3  4  5 

24  As a member of Stock Exchange, if shareholders are 
happy, nothing else matters 

1  2  3  4  5 

25  If the survival of a business enterprise is at stake, 
then you must forget about ethics and social 
responsibility 

1  2  3  4  5 

26  The most important concern for our organization is 
making  a profit, even if it means breaching or 
breaking the rules 

1  2  3  4  5 

27  Efficiency is much more important to our company 
than whether or not it is seen as ethical or socially 
responsible 

1  2  3  4  5 
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APPENDIX G 

Questionnaire -Employee (Translation-English) 

                          Questionnaire -Employee (Thai) 
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Questionnaire -Employee (Translation-English) 

 

 

 
 

 

A Survey of Attitude and Opinion of Employee Satisfaction towards  

Organizational Effectiveness and Strategic Leadership 

(Strategic Management and Organizational effectiveness: 

A Case Study of Energy Group of  Public Company Listed in Thailand) 

 
Please kindly answer the questionnaire as much as possible and based on the fact-

based that you have. Data will be analyzed in the holistic picture, we will not disclose 

any personal data, except your consent, the data will be analyzed in the holistic 

picture and will be presented and disseminated in the finding information for public 

administrative development and for organizational development use only.   

 

 

 

 
Any issue or suggestion pleases kindly contact NIDA, or the researcher per se at 

tel: 081-xxxxxxx (Vudhi). Thank you very much for your time and help. 

 
 

 

 

 

 

Doctor of Philosophy Program in Development Administration School of Public Administration. 

National Institute of Development Administration (Tel: 0-2374-4977) 
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Questionnaire:  A Survey of Attitude and Opinion of Employee Satisfaction towards  

 Organizational Effectiveness and Strategic Leadership  
 

Direction: The main purpose of the questionnaire survey is to study the attitude and 
opinion  of  employee  Satisfaction  towards the  current  organization  in  order  to 
develop the improvement of the organization as a holistic picture.  Your answer will 
not  affect  your  performance  or  work,  data will  be  analyzed  in  the  holistic  picture, 
we will not disclose any personal data by all means, The information presented and 
disseminated in the findings is used for public administrative development and for 
organizational  development  use  only.    Please  kindly  answer  the  questionnaire  as 
much as possible and based on the fact-based that you have. 

 
There are two parts as follows: 
 

Part 1.  Attitude and opinion related to work in organization environment  
             and personal profile 

            Part 2.  Related to factors and employee satisfaction of the organization  
                         (Organizational effectiveness and Strategic Leadership) 
  

Please  kindly  return  the  questionnaire by  …..  2009,  the  researcher  would  like  to 
thanks for your valuable time, support and your cooperation. 
 

Part 1.  General Information  (Please mark       where appropriate)  
  
1. Gender 

   Male 
   Female 

 

2. Age 
  Below 25 years 
   25 - 34 
   35 - 44 
   45 - 54 
   above 54 years 

 

3. Education 
   Below Bachelor Degree 
   Bachelor Degree  or Equivalent 
   Above Bachelor Degree 

 

4. Experience in present organization (> 6 

months  =1 year) 
   Less than  1  year 
   2 – 5 years 
   6 – 10 years 
   over 10 years 

5.         Total Experience (All firms)    
       ……………..years  (> 6 months =1 year) 

6. Working Group 
  Executive Group (Executives, 
Directors, Managers) 
  Production Group (Production, 
marketing, sales, supply, logistic) 
 Supporting, administrative group 
(Finance, Accounting, IT, Legal, 
procurement, HR) 
  Other  (please specify) ............................ 
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Part II. Directions: Please specify how strongly you agree or disagree with the following statements 
  

   Statement   Attitude level 
 

 Strongly 
agree 
5 
 

Agree 
4 

Neither 
agree or 
disagree 
3 

disagree 
2 

Strongly 
Disagree 
1 

1. Corporate Policy 
 
1.1 Your organization has set a clear vision which is   
communicated to employees    

     

1.2 Your organization has set a clear mission which is 
communicated to employees 

     

1.3 Your organization has goal and work plan in quality 
development 

     

1.4 Quality development policy has caused some changes in 
working process and increased your responsibility  

     

1.5 Your organization has managed human resources to aid the 
      quality development 

     

1.6 Employees give a good cooperation in the quality 
development 

     

1.7 Your organization has sufficient resources to facilitate the 
quality development  

     

1.8 All employee levels have acknowledged the quality 
development and understood their role  

     

1.9 Your organization has been well structured that supports the 
     quality development   

     

1.10 Top executives are icon of the organization’s success      
1.11 Top executives are your idol/ role model      
1.12 Top executives have acted as committed in accordance    
        with organization values and cultures   

     

1.13 Creating good relationship with customers is employees’ 
        responsibility 

     

1.14 The organization structure has well facilitated the  
        company operation  

     

1.15 The employees have rights in decision making       
1.16 Information system is efficiently utilized       
2. Employees’ Competency 
 

     

2.1 You clearly understand your role and duty         
2.2 You can correlate tasks with the organization success         
2.3 You understand your line manager expectation          
2.4 You can adjust way of working so as to facilitate the 

assignments   
     

2.5 The organization is open to your initiation that leads to 
effective working  

     

3. Loyalty to organization 
 

     

3.1 You are proud to tell others that you work with this 
organization 

     

3.2 You like your current job         
3.3 You are confident in your organization’s prospect         
3.4 Right now, you’re thinking to change your current work          
4. Training and development 
 

4.1 You get enough trainings in you job       
4.2 In the past year, you had opportunity to learn and develop  
      yourself 

     

4.3 You feel your job is challenging which has supported your 
learning  

     

4.4 In the past year, you got learning from job issues and had 
chance to work with the team to solve the problem 

     

5. Career Development 
 
5.1 Your current job has potentially driven you to grow in 
career path more than others jobs  
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   Statement   Attitude level 
 

 Strongly 
agree 
5 
 

Agree 
4 

Neither 
agree or 
disagree 
3 

disagree 
2 

Strongly 
Disagree 
1 

5.2 Your organization has encouraged the employees to 
develop their knowledge in different ways. 

     

5.3 You feel that there is less opportunity to get promoted          
5.4 You feel secured in your job        
5.5 You have opportunity to present outstanding job from the 
current role 

     

5.6 Your line manager has always supported your initiation and 
been in charge of your performance appraisal  

     

6. Satisfaction on Job 
 
6.1 You are proud of your current responsibility          
6.2 You want to continually stay on this position without boring         
6.3 You feel satisfied with the current job        
6.4 Your department has always put the right job on the right 
person based on competency and skill   

     

6.5 Your current job fits with your skill and knowledge         
6.6 Your organization is less likely to have office politics          
7. Social Responsibility 
 
7.1 Your organization has behaved in a socially responsible 
way 

     

7.2 Your organization has a useful role in society        
7.3 Your organization has supported local communities         
7.4 Your organization has supported projects that benefits the 
society 

     

7.5 Your organization has products/services that are priced 
worth to quality 

     

8. Overall organization’s operation  
 

     

8.1 Overall, how do you agree with the organization’s operation 
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Questionnaire -Employee (Thai)  
 

 

 

 
 

 

A Survey of Attitude and Opinion of Employee Satisfaction towards  

Organization Effectiveness and Strategic Leadership 

(Strategic Management and Organization Effectiveness: 

A Case Study of Energy Group of  Public Company Listed in Thailand) 

 
Please kindly answer the questionnaire as much as possible and based on the fact-

based that you have. Data will be analyzed in the holistic picture, we will not disclose 

any personal data, except your consent, the data will be analyzed in the holistic 

picture and will be presented and disseminated in the finding information for public 

administrative development and for organizational development use only.   

 

 

 

 

 
Any issue or suggestion pleases kindly contact NIDA, or the researcher per se at 

tel: 081-xxxxxxx (Vudhi). Thank you very much for your time and help. 

 
 

 

 

 
Doctor of Philosophy Program in Development Administration School of Public Administration. 

National Institute of Development Administration (Tel: 0-2374-4977) 
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Questionnaire:  A Survey of Attitude and Opinion of Employee Satisfaction towards  
                         Organization Effectiveness and Strategic Leadership  
 
Direction: The main purpose of the questionnaire survey is to study the attitude and 
opinion  of  employee  Satisfaction  towards the  current  organization  in  order  to 
develop the improvement of the organization as a holistic picture.  Your answer will 
not  affect  your  performance  or  work,  data will  be  analyzed  in  the  holistic  picture, 
we will not disclose any personal data by all means, The information presented and 
disseminated in the findings is used for public administrative development and for 
organizational  development  use  only.    Please  kindly  answer  the  questionnaire  as 
much as possible and based on the fact-based that you have. 

 

There are two parts as follows: 
 

Part 1.  Attitude and opinion related to work in organization environment 
             and personal profile 
Part 2.  Related to factors and employee satisfaction of the organization: 

                        (Organization Effectiveness and Strategic Leadership) 
 

Please kindly return the questionnaire by ………..2009, the researcher would like to thanks 
for your valuable time, support and your cooperation. 
    
Part 1. General Information  (Please mark       where appropriate)  
  
1. Gender 

   Male 
   Female 

 

2. Age 
  Below 25 years 
   25 - 34 
   35 - 44 
   45 - 54 
   above 54 years 

3. Education 
   Below Bachelor Degree 
   Bachelor Degree  or  
       Equivalent 
   Above Bachelor Degree 

 

4. Experience in present organization (> 
6 months  =1 year) 
   Less than  1  year 
   2 – 5 years 
   6 – 10 years 
   over 10 years 

5.         Total Experience (All firms)    
       ……………..years  (> 6 months 
        =1 year) 

6. Working Group 
  Executive Group (Executives, 
Directors, Managers) 
  Production Group (Production, 
marketing, sales, supply, logistic) 
 Supporting, administrative group 
(Finance, Accounting, IT, Legal, 
procurement, HR) 
  Other  (please specify) 
............................................... 
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สวนที่ 2   คิดเห็นตอปจจัยตาง ๆ และความพึงพอใจของทานตอองคกร  ในเรื่องตอไปนี้    

โปรดระบุเครื่องหมาย     ลงในขอความที่ตรงกับความคิดเห็นรูสึกของทานมากที่สุดโปรดตอบทุกขอ  

5  = เห็นดวยอยางยิ่ง    4 =  เห็นดวย      3 =  เห็นดวและไมเห็นดวย  2=  ไมเห็นดวย    1 = ไมเห็นดวยอยางยิ่ง 

 

ขอความ ระดับความคิดเห็น 

 5  4  3  2  1  

1. นโยบายองคกร (Corporate Policy) 

1.1  องคกรของทานมีการกําหนดวิสัยทัศนท่ีชัดเจนเปนลายลักษณ  

      อักษร และมีการสื่อสารใหพนักงานไดรับทราบ 

     

    1.2  องคกรของทานมีการกําหนดพันธกิจท่ีชัดเจนเปนลายลักษณ

อักษร และมีการสื่อสารใหพนักงานไดรับทราบ 

     

     1.3  องคการของทานมีเปาหมาย และแผนงานที่ชัดเจนในการพัฒนา 

           คุณภาพ 

     

     1.4 นโยบายการพัฒนาคุณภาพสงผลใหเกิดการเปลี่ยนแปลงการ 

            ทํางาน และทําใหภาระความรับผิดชอบของทานเพิ่มมากขึ้น 

     

     1.5  องคการมีการจัดสรรอัตรากําลังในการพัฒนาคุณภาพอยาง 

           เหมาะสม 

     

     1.6 บุคลากรในหนวยงานของทานใหความรวมมือในการพัฒนา 

           คุณภาพ 

     

     1.7 องคการของทานมีทรัพยากรเพียงพอ และเอื้อตอการพัฒนา 

           คุณภาพ 

     

     1.8 พนักงานทุกระดับรับทราบและเขาใจบทบาทของตนเอง เรื่อง 

           การพัฒนาคุณภาพ 

     

     1.9 องคการของทานมีการจัดโครงสรางที่เอื้อตอการมีสวนรวมใน 

           การพัฒนาคุณภาพ 

     

   1.10 ผูบริหารระดับสูง เปนสัญลักษณของความสําเร็จขององคกร      

   1.11 ผูบริหารระดับสูง เปนแบบอยางที่ทานจะเจริญรอยตาม      

   1.12 ผูบริหารระดับสูง ปฎิบัติตามสิ่งที่แถลงซึ่งสอดคลองกันท้ัง 

           คุณคาและความเชื่อวัฒนธรรมขององคกร 

     

   1.13 การสรางความสัมพันธอันดีกับลูกคาเปนหนาที่ของทุกคนใน 

           องคกร 

     

   1.14 โครงสรางของคกรปจจุบันเอื้ออํานวยการทํางานและเหมาะ    

           เปนอยางดี 

     

   1.15 พนักงานมีอิสระในการตัดสินใจในการทํางาน      

   1.16 เทคโนโลยีสารสนเทศไดถูกนํามาใชงานไดมีประสิทธิภาพ      

2. ความมีประสิทธิภาพของพนักงาน      

    2.1 ทานเขาใจเรื่องงาน บทบาทและหนาที่ของทานอยางชัดเจน      

    2.2 ทานเห็นความสัมพันธระหวางงานที่ทํา และความสําเร็จท่ีจะเกิด

ขึ้นกับองคกร 
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ขอความ ระดับความคิดเห็น 

 5  4  3  2  1  

    2.3 ทานทราบถึงสิ่งที่ผูบังคับบัญชาคาดหวังจากทาน       

    2.4 ทานสามารถที่จะปรับเปลี่ยนวิธีการทํางาน เพื่อใหงานสําเร็จ

ตามที่ผูบังคับบัญชามอบหมาย 

     

   2.5 องคกรเปดใหทานสรางสรรคผลงานและทํางานอยางมี

ประสิทธิภาพ 

     

3. ความภักดีตอองคกร (Loyalty to organization)      

     3.1 ทานภูมิใจที่จะบอกกับผูอื่นวาทํางานที่องคกรนี้       

     3.2 ทานชอบงานที่ทานรับผิดชอบอยูในปจจุบัน       

     3.3 ทานมีความเชื่อมั่นตออนาคตขององคกร       

    3.4 ขณะนี้ทานมีความคิดที่จะยายจากงานปจจุบันที่ทานปฏิบัติงานอยู      

4. การฝกอบรมและพัฒนา (Training and development)      

     4.1 ทานไดรับการอบรมอยางเพียงพอเกี่ยวกับงานของทาน      

     4.2 ในรอบyearsท่ีผานมา ทานไดมีโอกาสในการเรียนรูและพัฒนา 

           ตนเอง 

     

     4.3 ทานมีความรูสึกวางานของทานมีความทาทาย และชวยใหตัว 

           ทานเองไดเรียนรูมากขึ้น 

     

     4.4 ในรอบyearsท่ีผานมา ทานไดมีโอกาสเรียนรูปญหาจากการ 

            ทํางานและไดมีสวนรวมในการแกไขปญหากับหนวยงาน 

     

5. โอกาสความกาวหนาในงาน (Career Development) 

     5.1 งานที่ทานปฏิบัติอยูในขณะนี้จะทําใหทานมีโอกาสกาวหนาใน 

            หนาที่การงานมากกวาสายงานอื่น 

     

     5.2 หนวยงานของทานสนับสนุนใหพนักงานไดศึกษาหาความรู 

           เพิ่มเติมดวยวิธีการตาง ๆ 

     

     5.3 ทานรูสึกวาโอกาสที่จะไดเลื่อนตําแหนงหนาที่การงานสูงขึ้นมี

นอยมาก 

     

     5.4 งานที่ทานปฏิบัติอยูน้ีเปนงานที่ม่ันคง ไมตองระแวงวาจะถูกให 

           ออกจากงานโดยงาย 

     

     5.5 งานในหนาที่รับผิดชอบมีโอกาสสรางผลงานใหดีเดนไดงาย      

     5.6 ผูบังคับบัญชาของทานคอยใหการสนับสนุนในการสรางผลงาน 

และพิจารณาความดีความชอบ 

     

6. ความพึงพอใจในงาน (Satisfaction) 

     6.1 ทานรูสึกภาคภูมิใจเปนอยางยิ่งที่ไดมาปฏิบัติงานในสายงานที่ 

          ทานรับผิดชอบในขณะนี้ 

     

     6.2 ทานตองการทํางานที่ปฏิบัติอยูในขณะนี้ไปเรื่อย ๆ โดยไมรูสึก

เบื่อหนาย 

     

     6.3 ทานรูสึกพึงพอใจในงานท่ีทานปฏิบัติอยูในขณะนี้ 

 

     



523 

 

 

ขอความ ระดับความคิดเห็น 

 5  4  3  2  1  

     6.4 หนวยงานของทานมักพิจารณามอบหมายงานใหพนักงาน

ปฏิบัติงานตามความสามารถ และความถนัด 

     

     6.5 งานที่ทานปฏิบัติอยูขณะนี้ สอดคลองกับความรูความสามารถ 

           ของทาน 

     

     6.6 ภายในองคกรมีการเลนพรรคเลนพวกกันนอย      

7. ดานความรับผิดชอบตอสังคม (Social Responsibility) 

     7.1 องคกรของทานมีการกระทําที่มีความรับผิดชอบตอสังคม      

     7.2 องคการของทานมีบทบาทท่ีเปนประโยชนตอสังคม       

     7.3 องคการของทานสนับสนุนชุมชนในทองถิ่น       

     7.4 องคการของทานสนับสนุนโครงการที่ใหประโยชนแกสังคม      

     7.5 องคการของทานมีผลิตภัณฑ/การบริการที่มีคุณภาพคุมคากับ

ราคา 

     

8. การดําเนินงานขององคกรโดยรวม      

    8.1 โดยรวมทานเห็นดวยกับการดําเนินงานขององคกร       
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APPENDIX H 

(Translation)  

Questionnaire for Gas Station Customer Satisfaction Survey 

PTT/BCP/SHELL/ESSO/OTHERS 
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 (Translation)  
Questionnaire for Gas Station Customer Satisfaction Survey 

PTT/BCP/SHELL/ESSO/OTHERS 
Name  .................................................... Tel........................................... 

 
Part 1 Respondent Details     (Please mark  in front of the following statement) 

 
  1. Gender    Male   Female          

  2.  Age    20-30 years           31-40 years        41-50 years          51 years up    

  3. Highest education    Below bachelor degree    Bachelor degree    Master degree/up   

  4. Occupation      Government /state 
       enterprise employee       

  Company employee   Business owner     Others (please 
indicate)........................ 

  5. Monthly income     <10,000 baht   10,001-20,000 baht  20,001-40,000 baht   > 40,001 baht 

  6. Frequency of service  

      using 

   once a week   twice a week  Every 2 weeks      Others (please 
indicate)......................... 

 

Part 2 Please give us your opinion related to the following aspects of the gas station  
 

 
Statement 

Strongly  
dissatisfied 
(1) 

Dissatisfied 
(2) 

Neutral 
(3) 

Satisfied 
(4) 

Strongly 
Satisfied 
(5) 

1. Brand Image      
1.1 It is your trusted brand        
1.2 Quality of fuel is trustworthy         
1.3 Has good image        
2. Service Staff       
2.1 Promptness of services           
2.2 Enthusiasm in taking care of  
      customers   

     

2.3 Dress politely and neatly           
2.4 Others, please specify……………         
3. Service Process      
3.1 Service timing is appropriate         
3.2 Service process is appropriate          
3.3 Has modern equipments         
3.4 Has signage/brochure etc.         
3.5 Others, please specify……………         
4. Equipments &Facilities      
4.1 Clean space and functional             
4.2 Clean toilet       
4.3 Availability of public telephone          
4.4 Enough Car park lot /space         
4.5 Has a Convenience store/ minimart         
4.6 Others (please specify)……..         
5. Overall, what is your overall 
satisfaction with the gas station? 

     

 
Strengths :...................................................................................................................................................... 

Recommendation :..................................................................................................................................................................................................... 

 
Thank you 
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แบบสอบถามความพึงพอใจผูใชบริการสถานีน้ํามัน                              ปตท/บางจาก/เชลล/เอสโช/….. 

ชื่อ  .................................................... โทร   .......................................... 
ตอนที่  1   ขอมูลท่ัวไปของผูตอบแบบสอบถาม     (กรุณาทําเครื่องหมาย       หนาขอความตอไปนี้) 

  1. เพศ    ชาย   หญิง         

  2.  อายุ    20-30 ป           31-40 ป        41-50 ป          51   ปขึ้นไป    

  3. วุฒิการศึกษาสูงสุด    ตํ่ากวาปริญญาตรี    ปริญญาตรี    ปริญญาโท/สูงกวา  

   4. อาชีพ     ราชการ/รัฐวิสาหกิจ       พนง.บริษัท   เจาของกิจการ     อ่ืนๆ.................... 

  5. รายไดตอเดือน    นอยกวา 10,000 บ.   10,001-20,000 บ  20,001-40,000 บ   มากกวา 40,001 บ. 

  6. ความถี่ในการใชบริการ    1 ครั้งตอสัปดาห   2 ครั้งตอสัปดาห  ทุก 2 สัปดาห      อ่ืนๆ.................... 

ตอนที่  2  ความพึงพอใจในการใหบริการ     ( กรุณาทําเครื่องหมาย หนาขอความที่ตรงกับความคิดเห็นของทานมากที่สุด)  
 

ประเด็นวัดความพึงพอใจ 
ไมเปนที่พอใจ 

(1) 

ตองปรับปรุง 

(2) 

ปานกลาง 

(3) 

พอใจมาก 

(4) 

 พอใจมากที่สุด 

(5) 

1. ดานความพึงพอใจในตราสินคา       

    1.1 เปนตราสินคาที่คุณใหความไววางใจ       

    1.2 ใหความเชื่อถือในคุณภาพของผลิตภัณฑนํ้ามัน       

    1.3 เปนปมน้ํามันท่ีมีภาพลักษณท่ีดี       

2.  ดานการใหบริการของพนักงาน       

     2.1  ใหบริการดวยความสะดวก  รวดเร็ว       

     2.2   ดูแลเอาใจใส  กระตือรือรน เต็มใจใหบริการ        

     2.3  การแตงตัวสุภาพ เรียบรอย       

     2.4  อื่นๆ โปรดระบุ...............................................      

3.    ดานกระบวนการ ข้ันตอนการใหบริการ        

       3.1 ระยะเวลาในการใหบริการมีความเหมาะสม       

       3.2 ขั้นตอนในการใหบริการมีความเหมาะสม        

       3.3  มีอุปกรณและเครื่องมือที่ทันสมัยใหบริการ       

         3.4   มีปาย/เอกสาร/แนะนําขอมูลแกผูมารับบริการ         

       3.5 อื่นๆ โปรดระบุ.............................................       

4.   ดานสิ่งอํานวยความสะดวก-เครื่องมือ       

     4.1   สถานที่ใหบริการสะอาด เปนระเบียบ        

     4.2   มีหองน้ําที่สะอาด        

     4.3   มีโทรศัพทสาธารณะใหบริการ       

     4.4  มีท่ีจอดรถเพียงพอ       

     4.5  มีรานมินิมารท       

     4.6  อื่นๆ โปรดระบุ...........................................       

5.  โดยภาพรวมทั้งหมดทานมีความพึงพอใจอยูใน

ระดับใด 

      

จุดเดน   ................................................................................................................................................................................................ 

สิ่งที่ควรปรับปรุง...................................................................................................................................................... 

ขอขอบพระคุณ 
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Customer Satisfaction Survey   
 

 

 
 
 

A Survey of Attitude and Opinion of Customer Satisfaction towards  

The Organization : ______________ 

(Strategic Management and Organization Effectiveness: 

A Case Study of Energy Group of  Public Company Listed in Thailand) 

 
 
Please kindly answer the questionnaire as much as possible and based on the fact-

based that you have. Data will be analyzed in the holistic picture, we will not disclose 

any personal data, except your consent, the data will be analyzed in the holistic 

picture and will be presented and disseminated in the finding information for public 

administrative development and for organizational development use only.   

 
แบบสอบถามความคิดเห็นน้ี ใครขอใหทานตอบตามความเปนจริง ขอมูลจะเปนการเปดเผยในภาพรวม

มิใชสวนบุคคล โดยขอมูลจะนําไปใชเพ่ือประโยชนในเชิงวิชาการและเปนขอเสนอแนะสําหรับ

หนวยงานทางราชการหรือ สําหรับการพัฒนาองคการตาง ๆ เทานั้น ขอขอบพระคุณทานมา ณ โอกาสนี้ 

 
 
 
 

Any issue or suggestion pleases kindly contact NIDA, or the researcher per se at 

tel: 081-xxxxxxx (Vudhi). Thank you very much for your time and help. 

 
 
 
 

Doctor of Philosophy Program in Development Administration School of Public Administration. 

National Institute of Development Administration (Tel: 0-2374-4977) 
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Survey of Customer Satisfaction of Company Service/product Provider 
 

 
This questionnaire is a part of research project in the topic of “Strategic Management 
and Organization Effectiveness: A Case Study of Energy Group of  Public Company 
Listed in Thailand” of the Doctor of Philosophy Program in Development Administration 
School of Public Administration,  National Institute of Development Administration 
(NIDA, Tel: 0-2374-4977) 
Please  give  information  based  on  your  general  perception  of  the  above  specified 
Company you have been working with and are most familiar with. 
 

 
Name of 
Informant:………………………………………Position:……………………......... 
    
Company Evaluator:……………………………Company Product/service:  …….. 
 
Date of interview………………….. Venue: ................................................................. 
 

 
Instruction: 
 
We are interested in understanding the current services that the company  product/service 
provider  gives  to  you  in  order  to  use  the data  for  research  and  for  improving  the 
process of organization only, the report will be in the picture, it will not describe in 
any  specific  person,  please  kindly  straight  forward  to  give  your  opinion  or  any 
comments associated to this survey. 
 
Section 1 General Information  
1. Gender 

  Male 
  Female 

2. Age 
  ………………….  years 
 

3. Education 
  Below bachelor degree 
  Bachelor degree 
  Master or above degree 

 

4. Working experience in this company  
(> 6 month =1 year) 

   Less than  1 year 
   2 – 5 years 
   6 – 10 years 
   over 10 years 

5. Total working Experience  (all)   
……………..years  
 (> 6 month =1 year) 

6. Working Group 
  Executive, Manager 
  Production, marketing, sales, 
supply, logistic 
  Finance, Accounting, IT, 
Legal,  
 procurement /purchasing 
 Other (please specify) 
................................ 
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Customer Satisfaction Survey 
 
 

ENERGY INDUSTRY STUDIES 
 
Section II : Your opinion towards the effectiveness of Organization’s product/service 
Provider (so called “Provider”) 
 

Please check (  ) below one of the five options for each questions. 
      5  =  totally agreed 
      4  =  mostly agreed 
      3  =  somewhat agreed  
      2  =  mostly disagreed 
      1  =  totally disagreed 
 
Please circle the rating score that indicates your degree of agreement with each item following. 
 

Descriptive Totally 
disagreed 

disagreed  neutral agreed Totally  
agreed 

1.The Product/ Service Provider      

1a. the Provider brand name was reliable 1  2  3  4  5 

1b. the Provider’s product/service quality was high standard 1  2  3  4  5 

1c. The Provider’s corporate image was well-recognized 1  2  3  4  5 

2. Personnel/ Staff Service      

2a.The  Provider’s staff was courteous and respectful with   
     a good manner with my firm request  

1  2  3  4  5 

2b.The Provider’s staff were cheerful and smiling 1  2  3  4  5 

2c.When my company had a complaint, it was handled effectively  1  2  3  4  5 

2d.The Provider explained clearly to you what  they were doing  
      and why 

1  2  3  4  5 

2e. My firm’s confident in the Provider’s ability or competence 1  2  3  4  5 

2f.Overall, the product/service Provider did their jobs very well  1  2  3  4  5 
3. Process and Facilities      

3a. The facilities were state-of-the-art, in the world class standard  1  2  3  4  5 

3b. The Provider did not inform my company  about the  
      outcomes of procedures. 

1  2  3  4  5 

3c. The Provider provided time-efficient benefit to my company  
      in all process. 

1  2  3  4  5 

3d. Overall, my company was given all the information when needed. 1  2  3  4  5 
3e.Overall, the process and facilities of Provider was very good. 1  2  3  4  5 

4. Overall Evaluation      
4a. My firm always sees new ideas of providing  
      product/service from the Provider. 

1  2  3  4  5 

4b. My firm is likely to say positive things about this  
      Company Provider. 

1  2  3  4  5 

4c. My firm is willing to recommend this  product/service  
      Provider to other company who seeks advice 

1  2  3  4  5 

4d. My firm considers this product/service Provider the  
      firstchoice from which to obtain service for the next time. 

1  2  3  4  5 

4e. Overall, the company Provider performance was satisfactorily  1  2  3  4  5 

 

Please comment/suggest your opinions (if any). 

……………………………………………………………………………………………….… 

……………………………………………………………………………….………………… 

THANK YOU 
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Questionnaire for Survey of Executive Profile (for HR only) 
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Questionnaire for Survey of Executive Profile (for HR only) 

 
 

 

 
 
 

Questionnaire 

 
A Survey of Executive Profile 

The Organization Name: _________ 

(Strategic Management and Organizational effectiveness: 

A Case Study of Energy Group of  Public Company Listed in Thailand) 

 
Please kindly answer the questionnaire as much as possible and based on the fact-

based that you have. Data will be analyzed in the holistic picture, we will not disclose 

any personal data, except your consent, the data will be analyzed in the holistic 

picture and will be presented and disseminated in the finding information for public 

administrative development and for organizational development use only.   

 
แบบสอบถามความคิดเห็นน้ี ใครขอใหทานตอบตามความเปนจริง ขอมูลจะเปนการเปดเผยในภาพรวม

มิใชสวนบุคคล โดยขอมูลจะนําไปใชเพ่ือประโยชนในเชิงวิชาการและเปนขอเสนอแนะสําหรับหนวยงาน

ทางราชการหรือ สําหรับการพัฒนาองคการตาง ๆ เทานั้น ขอขอบพระคุณทานมา ณ โอกาสนี้ 
 
 

Any issue or suggestion pleases kindly contact NIDA, or the researcher per se at 
tel: 081-xxxxxxx (Vudhi). Thank you very much for your time and help. 

 
 
 
 
 

Doctor of Philosophy Program in Development Administration School of Public Administration. 

National Institute of Development Administration (Tel: 0-2374-4977)
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EXECUTIVE PROFILE SURVEY 

(Strategic Management and Organizational effectiveness: 
A Case Study of Energy Group of  Public Company Listed in Thailand) 
Doctor of Philosophy Program in Development Administration 

School of Public Administration, NIDA 

 
Please kindly answer the following questions (BASED ON ORGANIZATION CHART) 
 

Organization Name:   ________    

     

Executive Profile  Descriptive  Frequency (no.)      

Position 
CEO, President, 
COO, SEVP, EVP  _________________________    

         
Education 
Background 

Below bachelor 
degree      

  Bachelor Degree       

  Master Degree       

  Doctoral Degree       
         
Field of study in 
Bachelor Degree Engineering/Science       

  Finance/Accounting       

  Economics       

  Marketing & Sales       

  IT/IS      

  Laws      

  Others      

        
Field of study in 
Master Degree 

Management or 
MBA      

  Engineering/Science       

  Finance/Accounting       

  Economics       

  Marketing & Sales       

  IT/IS      

  Laws      

  Others      
Field of study in 
doctoral Degree _______________       

  _______________       

Descriptive Statistics 
(Calculation)  Age (years) 

Working Experience 
in the current position 
(tenure); (years) 

Experience 
in this 
Company 
(years) 

Professional 
Experience 
(years) 

min         

max          

average          

Mean          

Standard Deviation          

n=          
     
      
  2005 2006 2007 2008 
CEO, President 1 1 1 1 
COO, SEVP,EVP, CFO          
Director         
Division         
Department         

Middle management         
General staff         

Total Manpower         

No. of Job class range (if any)          
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Table K5.1 Financial Analysis for Energy Industry: Return on Asset  
 

(%)

CALCUALTION PTT BCP TOP EGCO BANPU RATCH BAFS

ALL-7 

industry
period
1H04
2H04
1H05 26.36% 12.02% 21.00% 13.06% 22.15% 12.67% 10.71% 16.85%
2H05 19.65% 11.22% 20.61% 11.50% 20.56% 10.56% 10.74% 14.98%
1H06 21.93% 9.23% 24.01% 13.32% 15.93% 9.98% 9.64% 14.86%
2H06 25.96% 2.32% 17.83% 13.82% 12.80% 10.74% 10.23% 13.39%
1H07 19.45% 1.41% 18.12% 15.82% 16.30% 11.95% 13.53% 13.80%
2H07 20.13% 8.05% 20.33% 15.92% 16.99% 10.24% 13.40% 15.01%
1H08 19.94% 12.90% 19.09% 17.16% 16.86% 8.47% 12.66% 15.30%
2H08 13.55% -0.58% 1.40% 14.93% 20.33% 11.44% 11.45% 10.36%
1H09 8.48% 3.84% -4.00% 12.26% 22.26% 13.35% 10.35% 9.50%

N= 9               9               9               9               9                   9               9               9                  
AVG 19.50% 6.71% 15.38% 14.20% 18.24% 11.04% 11.41% 13.78%
MAX 26.36% 12.90% 24.01% 17.16% 22.26% 13.35% 13.53% 16.85%
MIN 8.5% -0.6% -4.0% 11.5% 12.8% 8.5% 9.6% 9.5%
SD 0.056 0.050 0.097 0.019 0.032 0.015 0.014 0.024
RANGE 0.179 0.135 0.280 0.057 0.095 0.049 0.039 0.073

Z-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 1.22          1.05          0.58          0.61-          1.21              1.09          0.49-          1.28             
2H05 0.03          0.89          0.54          1.44-          0.72              0.32-          0.47-          0.50             
1H06 0.43          0.50          0.89          0.47-          0.72-              0.71-          1.23-          0.45             
2H06 1.15          0.87-          0.25          0.20-          1.69-              0.21-          0.82-          0.17-             
1H07 0.01-          1.05-          0.28          0.87          0.60-              0.61          1.47          0.01             
2H07 0.11          0.26          0.51          0.92          0.39-              0.54-          1.38          0.51             
1H08 0.08          1.23          0.38          1.58          0.43-              1.73-          0.87          0.63             
2H08 1.06-          1.44-          1.44-          0.39          0.65              0.26          0.03          1.43-             
1H09 1.96-          0.57-          1.99-          1.04-          1.24              1.55          0.74-          1.78-             

N= 9               9               9               9               9                   9               9               9                  
AVG 0.000        0.000-        0.000        0.000-        0.000-            0.000-        0.000        0.000-           
MAX 1.223        1.227        0.888        1.579        1.245            1.551        1.470        1.280           
MIN 1.962-        1.445-        1.993-        1.437-        1.685-            1.734-        1.230-        1.784-           
SD 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000
RANGE 3.184 2.672 2.881 3.016 2.930 3.285 2.700 3.064

period
T-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7

1H05 62.23        60.52        55.78        43.92        62.11            60.94        45.11        62.80           
2H05 50.28        58.93        55.38        35.63        57.17            46.77        45.34        54.98           
1H06 54.34        54.98        58.88        45.33        42.83            42.86        37.70        54.51           
2H06 61.52        41.30        52.52        47.99        33.15            47.93        41.80        48.35           
1H07 49.93        39.49        52.82        58.65        43.99            56.09        64.70        50.06           
2H07 51.13        52.65        55.10        59.17        46.12            44.59        63.79        55.11           
1H08 50.79        62.27        53.82        65.79        45.71            32.66        58.67        56.32           
2H08 39.41        35.55        35.63        53.87        56.48            52.64        50.25        35.72           
1H09 30.38        44.31        30.07        39.64        62.45            65.51        42.63        32.16           

1               2               1               2               5                   5               2               1                  
Interpretation very low low very low low very good very good low very low
N= 9               9               9               9               9                   9               9               9                  
AVG 50.00        50.00        50.00        50.00        50.00            50.00        50.00        50.00           
MAX 62.23        62.27        58.88        65.79        62.45            65.51        64.70        62.80           
MIN 30.38        35.55        30.07        35.63        33.15            32.66        37.70        32.16           
SD 10.00        10.00        10.00        10.00        10.00            10.00        10.00        10.00           
RANGE 31.84        26.72        28.81        30.16        29.30            32.85        27.00        30.64           
interpretation of the scale
very good 5 = >62
good 4=54-61
moderate 3=46-53
low 2=38-45
very low 1=<37
vs industry 94.48% 137.79% 93.50% 123.25% 194.18% 203.71% 132.57% 100.00%

Return on Assets (ROA)%

Return on Assets (ROA)%
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Table K5.2  Financial Analysis for Energy Industry: Return on Equity (%) 

 

CALCUALTIO PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7 industr
period
1H04
2H04
1H05 50.66% 33.25% 34.68% 15.76% 25.46% 25.97% 19.12% 29.27%
2H05 38.12% 25.84% 33.32% 13.83% 24.95% 20.24% 21.39% 25.39%
1H06 32.73% 13.73% 37.83% 16.99% 18.28% 16.96% 21.12% 22.52%
2H06 42.13% 1.24% 25.18% 18.17% 16.56% 18.45% 20.97% 20.39%
1H07 30.52% 0.42% 24.73% 20.21% 22.58% 19.52% 23.42% 20.20%
2H07 30.12% 8.85% 28.20% 21.86% 23.66% 16.15% 21.93% 21.54%
1H08 28.92% 17.02% 28.16% 18.23% 26.04% 12.08% 18.71% 21.31%
2H08 13.88% -3.66% 0.35% 16.01% 24.67% 16.55% 16.00% 11.97%
1H09 5.68% 3.62% -8.06% 12.07% 25.88% 18.03% 14.19% 10.20%

N= 9                9                9                9                9                9                9                9               
AVG 30.31% 11.14% 22.71% 17.01% 23.12% 18.22% 19.65% 20.31%
MAX 50.66% 33.25% 37.83% 21.86% 26.04% 25.97% 23.42% 29.27%
MIN 5.7% -3.7% -8.1% 12.1% 16.6% 12.1% 14.2% 10.2%
SD 0.137 0.125 0.158 0.030 0.034 0.037 0.030 0.060
RANGE 0.450 0.369 0.459 0.098 0.095 0.139 0.092 0.191

Z-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 1.49           1.78           0.76           0.41-           0.68           2.07           0.18-           1.50          
2H05 0.57           1.18           0.67           1.05-           0.53           0.54           0.59           0.85          
1H06 0.18           0.21           0.96           0.01-           1.41-           0.33-           0.49           0.37          
2H06 0.86           0.80-           0.16           0.38           1.91-           0.06           0.44           0.01          
1H07 0.02           0.86-           0.13           1.05           0.16-           0.35           1.27           0.02-          
2H07 0.01-           0.18-           0.35           1.60           0.16           0.55-           0.77           0.21          
1H08 0.10-           0.47           0.34           0.40           0.85           1.64-           0.31-           0.17          
2H08 1.20-           1.19-           1.41-           0.33-           0.45           0.44-           1.23-           1.40-          
1H09 1.80-           0.60-           1.95-           1.63-          0.80           0.05-          1.84-           1.69-          

N= 9                9                9                9                9                9                9                9               
AVG 0.000         0.000         0.000-         0.000         0.000         0.000         0.000         0.000        
MAX 1.487         1.775         0.956         1.596         0.850         2.069         1.268         1.501        
MIN 1.799-         1.189-         1.945-         1.630-         1.909-         1.639-         1.839-         1.693-        
SD 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000
RANGE 3.286 2.965 2.902 3.227 2.759 3.709 3.107 3.194

period
T-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7 industr
1H05 64.87         67.75         57.57         45.87         56.80         70.69         48.23         65.01        
2H05 55.71         61.80         56.71         39.52         55.33         55.39         55.85         58.50        
1H06 51.77         52.08         59.56         49.93         35.90         46.65         54.95         53.70        
2H06 58.64         42.05         51.56         53.80         30.91         50.62         54.45         50.13        
1H07 50.15         41.38         51.28         60.53         48.43         53.48         62.68         49.81        
2H07 49.87         48.15         53.47         65.96         51.58         44.49         57.67         52.06        
1H08 48.99         54.72         53.45         54.02         58.50         33.61         46.85         51.67        
2H08 38.00         38.11         35.86         46.68         54.52         45.55         37.73         36.04        
1H09 32.01         43.96         30.55         33.70         58.03         49.51         31.61         33.07        

1                2                1                1                4                3                1                1               
Interpretation very low low very low very low good good low very low
N= 9                9                9                9                9                9                9                9               
AVG 50.00         50.00         50.00        50.00         50.00         50.00         50.00         50.00        
MAX 64.87         67.75         59.56         65.96         58.50         70.69         62.68         65.01        
MIN 32.01         38.11         30.55         33.70         30.91         33.61         31.61         33.07        
SD 10.00         10.00         10.00         10.00         10.00         10.00         10.00         10.00        
RANGE 32.86         29.65         29.02         32.27         27.59         37.09         31.07         31.94        
interpretation of the scale
very good 5 = >62
good 4=54-61
moderate 3=46-53
low 2=38-45
very low 1=<37
vs. industry 96.80% 132.92% 92.36% 101.89% 175.48% 149.70% 95.58% 100.00%

Return on Equity (ROE)%

Return on Equity (ROE)%
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Table K5.3  Financial Analysis for Energy Industry: D/E Ratio (times) 

 

PTT BCP TOP EGCO BANPU RATCH BAFS

ALL‐7 

industry

CALCUALTION
period
1H05 1.41 1.88 1.18 0.88 0.77          1.23          1.92          1.32          
2H05 1.61 1.66 0.91 0.94 1.07          1.22          2.02          1.35          
1H06 1.45 1.15 0.86 1 1.12          1.05          2.00          1.23          
2H06 1.38 1.02 0.76 1 1.23          1.08          2.10          1.22          
1H07 1.43 1.08 0.74 0.32 1.17          0.96          1.81          1.07          
2H07 1.37 1.12 0.97 0.28 0.77          0.88          1.69          1.01          
1H08 1.22 1.26 1.29 0.22 1.11          0.76          1.52          1.05          
2H08 1.19 1.15 1.18 0.28 1.08          0.70          1.44          1.00          
1H09 1.43 1.27 1.16 0.24 0.90          0.63          1.29          0.99          

N= 9                    9               9               9               9               9               9               9               
AVG 1.39               1.29          1.01          0.57          1.02          0.95          1.75          1.14          
MAX 1.61               1.88          1.29          1.00          1.23          1.23          2.10          1.35          
MIN 1.19               1.02          0.74          0.22          0.77          0.63          1.29          0.99          
SD 0.12               0.29          0.20          0.36          0.17          0.22          0.29          0.14          
RANGE 0.420 0.860 0.550 0.780 0.460 0.600 0.810 0.359

Z-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 0.18               2.04          0.86          0.84          1.50-          1.30          0.58          1.29          
2H05 1.78               1.28          0.47-          1.01          0.27          1.25          0.93          1.45          
1H06 0.50               0.48-          0.72-          1.17          0.56          0.48          0.86          0.65          
2H06 0.06-               0.92-          1.21-          1.17          1.21          0.61          1.21          0.59          
1H07 0.34               0.72-          1.31-          0.69-          0.86          0.07          0.19          0.47-          
2H07 0.14-               0.58-          0.18-          0.80-          1.50-          0.30-          0.23-          0.90-          
1H08 1.34-               0.10-          1.40          0.97-          0.50          0.85-          0.82-          0.60-          
2H08 1.58-               0.48-          0.86          0.80-          0.33          1.12-          1.10-          0.96-          
1H09 0.34               0.06-          0.76          0.91-          0.73-          1.44-          1.62-          1.06-          

N= 9                    9               9               9               9               9               9               9               
AVG 0.000             0.000        0.000-        0.000-        0.000-        0.000        0.000        0.000-        
MAX 1.778             2.044        1.405        1.169        1.212        1.298        1.208        1.454        
MIN 1.583-             0.924-        1.311-        0.968-        1.501-        1.440-        1.624-        1.061-        
SD 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000
RANGE 3.361 2.969 2.716 2.138 2.713 2.739 2.832 2.514

T-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 51.78             70.44        58.61        58.41        34.99        62.98        55.79        62.93        
2H05 67.78             62.85        45.28        60.05        52.69        62.53        59.28        64.54        
1H06 54.98             45.24        42.81        61.69        55.64        54.77        58.59        56.52        
2H06 49.38             40.76        37.87        61.69        62.12        56.14        62.08        55.92        
1H07 53.38             42.83        36.89        43.06        58.58        50.66        51.94        45.30        
2H07 48.58             44.21        48.24        41.96        34.99        47.01        47.75        41.00        
1H08 36.58             49.04        64.05        40.32        55.05        41.53        41.80        44.00        
2H08 34.17             45.24        58.61        41.96        53.28        38.79        39.01        40.40        
1H09 53.38             49.39        57.63        40.86        42.66        35.60        33.76        39.39        

3                    3               2               4               4               5               5               4               
Interpretatio moderate moderate low good good very good very good good
N= 9                    9               9               9               9               9               9               9               
AVG 50.00             50.00        50.00        50.00        50.00        50.00        50.00        50.00        
MAX 67.78             70.44        64.05        61.69        62.12        62.98        62.08        64.54        
MIN 34.17             40.76        36.89        40.32        34.99        35.60        33.76        39.39        
SD 10.00             10.00        10.00        10.00        10.00        10.00        10.00        10.00        
RANGE 33.61             29.69        27.16        21.38        27.13        27.39        28.32        25.14        
interpretation of the scale

very low 1 = >62
low 2=54-61
moderate 3=46-53
good 4=38-45
very good 5=<37

vs. industry 135.50% 125.37% 146.29% 103.73% 108.29% 90.36% 85.70% 100.00%

 Debt/Equity Ratio (times)
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Table K5.4  Financial Analysis for Energy Industry: Gross Profit Margin (%) 

 

PTT BCP TOP EGCO BANPU RATCH BAFS

ALL‐7 

industry

CALCUALTION
period
1H05 12.96 8.04 10.64 53.47 46.630      20.560      67.400        31.39        
2H05 12.46 6.45 9.4 49.13 44.73        17.21        66.21          29.37        
1H06 12.49 3.69 9.05 53.37 36.710      14.790      65.610        27.96        
2H06 11.68 2.25 6.68 50.28 37.57        14.98        62.35          26.54        
1H07 10.15 4.73 10.94 48.44 36.350      17.170      61.200        27.00        
2H07 9.7 6.41 9.81 47.8 35.38        13.10        58.14          25.76        
1H08 7.39 8.11 10.95 46.55 37.690      14.910      57.810        26.20        
2H08 8.55 2.87 1.34 42.93 44.37        16.95        54.28          24.47        
1H09 9.18 8.54 8.41 41.98 40.170      26.170      55.920        27.20        

N= 9                 9               9               9               9               9               9                  9.00          
AVG 10.51          5.68          8.58           48.22        39.96        17.32        60.99          27.32        
MAX 12.96          8.54           10.95        53.47        46.63        26.17        67.40          31.39        
MIN 7.39            2.25          1.34           41.98        35.38        13.10        54.28          24.47        
SD 1.98            2.38          3.04          4.02          4.22          3.94          4.75            2.05          
RANGE 5.570 6.290 9.610 11.490 11.250 13.070 13.120 6.92          

Z-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 1.24            0.99          0.68          1.31          1.58          0.82          1.35            1.98          
2H05 0.99            0.32          0.27          0.23          1.13          0.03-          1.10            1.00          
1H06 1.00            0.83-          0.15          1.28          0.77-          0.64-          0.97            0.31          
2H06 0.59            1.44-          0.63-          0.51          0.57-          0.59-          0.29            0.38-          
1H07 0.18-            0.40-          0.78          0.06          0.86-          0.04-          0.04            0.16-          
2H07 0.41-            0.31          0.40          0.10-          1.09-          1.07-          0.60-            0.76-          
1H08 1.58-            1.02          0.78          0.41-          0.54-          0.61-          0.67-            0.55-          
2H08 0.99-            1.18-          2.38-          1.32-          1.05          0.09-          1.41-            1.39-          
1H09 0.67-            1.20          0.06-          1.55-          0.05          2.24          1.07-            0.06-          

N= 9                 9               9               9               9               9               9                  9.00          
AVG 0.000-          0.000        0.000        0.000-        0.000        0.000        0.000          0.00-          
MAX 1.242          1.203        0.780        1.308        1.583        2.245        1.349          1.98          
MIN 1.578-          1.440-        2.382-        1.553-        1.085-        1.069-        1.413-          1.39-          
SD 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.00          
RANGE 2.819 2.643 3.162 2.860 2.669 3.313 2.762 3.37          

T-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 62.42          59.93        56.78        63.08        65.83        58.22        63.49          69.82        
2H05 59.89          53.25        52.70        52.27        61.33        49.73        60.99          59.99        
1H06 60.04          41.65        51.55        62.83        42.30        43.60        59.72          53.11        
2H06 55.94          35.60        43.75        55.14        44.34        44.08        52.86          46.20        
1H07 48.19          46.02        57.77        50.56        41.45        49.63        50.44          48.42        
2H07 45.92          53.08        54.05        48.96        39.15        39.31        44.00          42.41        
1H08 34.22          60.23        57.80        45.85        44.63        43.90        43.30          44.55        
2H08 40.10          38.21        26.18        36.84        60.47        49.07        35.87          36.11        
1H09 43.28          62.03        49.44        34.47        50.51        72.45        39.33          49.39        

2                 5               3               2               3               5               2                  3.00          
Interpretatio low very good moderate low moderate very good low moderate
N= 9                 9               9               9               9               9               9                  9.00          
AVG 50.00          50.00        50.00        50.00        50.00        50.00        50.00          50.00        
MAX 62.42          62.03        57.80        63.08        65.83        72.45        63.49          69.82        
MIN 34.22          35.60        26.18        34.47        39.15        39.31        35.87          36.11        
SD 10.00          10.00        10.00        10.00        10.00        10.00        10.00          10.00        
RANGE 28.19          26.43        31.62        28.60        26.69        33.13        27.62          33.71        
interpretation of the scale
very good 5 = >62
good 4=54-61
moderate 3=46-53
low 2=38-45
very low 1=<37
vs. industry 87.6% 125.6% 100.1% 69.8% 102.3% 146.7% 79.6% 100.0%

 Gross Profit Margin (%)
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Table K5.4  Financial Analysis for Energy Industry: Net Profit Margin (%) 

 

PTT BCP TOP EGCO BANPU RATCH BAFS

ALL‐7 

industry

CALCUALTION
period
1H05 10.26 4.35 6.48 28.11 24.830      17.530      35.300       1812.29%
2H05 8.9 3.38 7.42 24.28 19.29        13.53        34.21         1585.86%
1H06 9.02 1.84 7.72 35.43 9.860         13.160      36.500       1621.86%
2H06 7.53 0.21 5.85 30.43 10.17        11.78        30.11         1372.57%
1H07 7.07 1.88 8.7 54.91 16.700      17.270      27.850       1919.71%
2H07 6.3 1.85 7.27 49.38 16.87        12.65        24.06         1691.14%
1H08 5.07 3.9 6.43 50.76 18.730      13.430      23.530       1740.71%
2H08 2.56 -0.58 0.06 44.95 16.24        14.82        20.58         1409.00%
1H09 3.85 8.18 6.58 55.73 26.550      22.170      23.290       2090.71%

N= 9                     9               9               9               9               9               9               9               
AVG 6.73                2.78          6.28           41.55        17.69        15.15        28.38        16.94        
MAX 10.26             8.18          8.70           55.73        26.55        22.17        36.50        20.91        
MIN 2.56                0.58-          0.06           24.28        9.86           11.78        20.58        13.73        
SD 2.54                2.59          2.48           12.13        5.64          3.29          5.92          2.31          
RANGE 7.700 8.760 8.640 31.450 16.690 10.390 15.920 7.181

Z-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 1.39                0.61          0.08          1.11-          1.26          0.72          1.17          0.51          
2H05 0.85                0.23          0.46          1.42-          0.28          0.49-          0.99          0.47-          
1H06 0.90                0.36-          0.58          0.50-          1.39-          0.60-          1.37          0.31-          
2H06 0.31                0.99-          0.17-          0.92-          1.33-          1.02-          0.29          1.39-          
1H07 0.13                0.35-          0.98          1.10          0.18-          0.64          0.09-          0.98          
2H07 0.17-                0.36-          0.40          0.65          0.15-          0.76-          0.73-          0.01-          
1H08 0.65-                0.43          0.06          0.76          0.18          0.52-          0.82-          0.20          
2H08 1.64-                1.30-          2.51-          0.28          0.26-          0.10-          1.32-          1.23-          
1H09 1.13-                2.08          0.12          1.17          1.57          2.13          0.86-          1.72          

N= 9                     9               9               9               9               9               9               9               
AVG 0.000-              0.000-        0.000-        0.000-        0.000-        0.000        0.000        0.000        
MAX 1.388              2.085        0.976        1.169        1.570        2.133        1.372        1.720        
MIN 1.638-              1.297-        2.507-        1.424-        1.388-        1.023-        1.319-        1.392-        
SD 1.000 1.000 1.000 1.000 1.000 1.000 1.000 1.000
RANGE 3.026 3.381 3.483 2.593 2.958 3.156 2.691 3.112

T-SCORE PTT BCP TOP EGCO BANPU RATCH BAFS ALL-7
1H05 63.88              56.06        50.81        38.92        62.65        57.23        61.69        55.14        
2H05 58.53              52.32        54.60        35.76        52.83        45.08        59.85        45.32        
1H06 59.00              46.38        55.81        44.95        36.12        43.96        63.72        46.88        
2H06 53.15              40.08        48.27        40.83        36.67        39.77        52.92        36.08        
1H07 51.34              46.53        59.76        61.01        48.24        56.44        49.10        59.79        
2H07 48.31              46.41        54.00        56.45        48.54        42.41        42.70        49.89        
1H08 43.48              54.33        50.61        57.59        51.84        44.78        41.80        52.03        
2H08 33.62              37.03        24.93        52.80        47.42        49.00        36.81        37.66        
1H09 38.69              70.85        51.21        61.69        65.70        71.33        41.39        67.20        

2                     5               3               4               5               5               2               5               
Interpretatio low very good moderate good very good very good low very good
N= 9                     9               9               9               9               9               9               9               
AVG 50.00              50.00        50.00        50.00        50.00        50.00        50.00        50.00        
MAX 63.88              70.85        59.76        61.69        65.70        71.33        63.72        67.20        
MIN 33.62              37.03        24.93        35.76        36.12        39.77        36.81        36.08        
SD 10.00              10.00        10.00        10.00        10.00        10.00        10.00        10.00        
RANGE 30.26              33.81        34.83        25.93        29.58        31.56        26.91        31.12        
interpretation of the scale
very good 5 = >62
good 4=54-61
moderate 3=46-53
low 2=38-45
very low 1=<37
vs. industry 57.57% 105.42% 76.21% 91.79% 97.76% 106.14% 61.60% 100.00%

 Net Profit Margin (%)
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CASE STUDY No.1 

PTT Public Company Limited (PTT) 

 

1.  PTT’s Business Groups 

There  are  four  main  business  groups:  Exploration  &  Production  and  Gas 

Business  Group,  Oil  Business  group,  Petrochemical  and  Refining  Business  Group, 

and  International  Trading  Business  Group. The  PTT  and  its  subsidiaries  can  be 

summarized as follows: 

PTT and Subsidiary Nature of Business 

Upstream Petroleum 

and Gas Business 

 Group :  

1.1 Petroleum 

Exploration and 

Production 

Business 

PTT operates the petroleum exploration and production business through 
PTT Exploration and Production Public Co., Ltd. ( PTTEP). The main 
products of PTTEP are those such as natural gas, crude oil, condensate, 
and liquefied petroleum gas. In 2008, the PTTEP has produced these 
products to a  total of 219.3 Kbd of oil equivalent, representing an increase 
of 179.8 Kbd from 2007 or 22%. Its projects also expanded to cover many 
countries such as Vietnam, Bangladesh, Indonesia, Australia and so forth. 
Moreover, PTTEP has also established a number of affiliates as 
preparation for expansion in the petroleum exploration and production 
business such as PTTEP Bangladesh Co., Ltd. PTTEP Myanmar, PTTEP 
New Zealand,PTTEP  Semai II (Indonesia), PTTEP Australia Perth, and 
PTTEP Australia Browse Basin Co.,Pty Ltd. In addition, in 2008, it was 
considered one of the best years for PTTEP’s operations thanks to the 
expanded sales volume and the petroleum price which was increased in 
line with the world price. 

Upstream Petroleum 
and Gas Business 
Group: 
1.2 Natural Gas 
Business 

 
 

The Natural Gas Business Group is in charge of gas procurement, 
transmission, distribution, gas separation plants, and investment in NGV 
service stations, as well as investment in natural gas-related businesses in 
PTT affiliates, both inside and outside Thailand. Natural Gas Distribution. 
 
In terms of Natural Gas Distribution to business sectors (i.e. EGAT, IPP, 
SPP, industries, NGV for vehicles, and gas separation plants (GSP); for 
instance, in 2008, the total volume of gas distribution reached 3,444 
MMcf/d, an increase of 5% over 2007. This comprised the distribution of 
2,440 MMcf/d of gas to customers in the power sector, representing 71% 
of the total volume; 347 MMcf/d to industrial customers, representing 
10%; 74 MMcf/d to the transport sector, representing 2%; and another 583 
MMcf/d of products from gas separation processes, which accounted for 
17% of the total distribution (PTT Annual report, 2008). *million cubic 
feet per day (MMcf/d). 
 
In 2008, there were five PTT gas separation plants, totaling 1,720 MMcf/d 
of natural gas production. Additionally, there are the yields from gas 
separation plants, namely ethane, propane, liquefied petroleum gas, and 
natural gasoline. Additionally, in 2009, PTT and PTT Group engage in 
fully integrated natural gas business covering the full spectrum of natural 
gas businesses i.e. exploration and production from both domestic and 
oversea sources, transportation of natural gas via pipeline system, gas 
separation as well as marketing of natural gas. 
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PTT and Subsidiary Nature of Business 

  By operating pipeline system both onshore and offshore, PTT fulfills its 
mission in strengthening energy security for the nation. PTT maximizes 
value of natural gas through its five units of gas separation plants which 
extract raw material and gas products for petrochemical plants. 
Furthermore, PTT has invested and conducted joint business with related 
businesses. 
-PTT has procured natural gas from various sellers under 12 agreements-

10 agreements are for natural gas from both onshore and offshore fields in 

Thailand and the remaining two agreements are for the Yadana and 

Yetagun Fields in Myanmar.  

Downstream Petroleum 
Business group:  
2.1 Oil Business 
 

 
The Oil Business Unit is responsible for the marketing of petroleum 
products and lubricants, including an efficient operating system of 
receiving, storage, and distribution of products through to the retail 
business in service stations, and investment in oil-related affiliates, both in 
Thailand and abroad. 
 
During the oil crisis in 2008, PTT led the oil market by initiating the 
procurement of alternative energy, this was to help and alleviate 
consumers’ burden during a time of high oil prices, Moreover, PTT has 
also launched E20 & E85 Gasohol while developing B5 biodiesel. The 
Company was the country’s first in developing diesel with Euro IV 
standards. 

Downstream Petroleum 
Business group:  
2.2 PTT International 
Trading Business 
Unit(PTTIT) 

PTT has also diversified into energy trading globally by establishing PTT 
International Trading (PTTIT) which engages in the procurement, 
importation, exportation and international trading of crude oil, condensate, 
petroleum and petrochemical products as well as other specialty 
substances. 
 
PTTIT's operation covers a whole spectrum of international trading 
functions geared towards serving the best interests of members of PTT. 
Additionally, PTT has incorporated PTT International Trading Pte in 
Singapore to represent PTT in conducting overseas businesses, liaising 
with PTT clients, and supporting the commercial activities of the Group in 
various areas including petroleum refining, petrochemical and domestic oil 
trading as well. 

Downstream Petroleum 
Business group:  
2.3 Petrochemical and 
Refinery Business 

PTT conducts petrochemical and refining business through affiliates. PTT 
Chemical Public Co., Ltd. is in charge of the olefins petrochemical 
business involving mainly products from natural gas (gas-based value 
chain). Also, the business involving aromatics products (liquid-based 
value chain) is invested through refineries onwed by PTT, namely Thai Oil 
Public Co., Ltd., PTT Aromatics and Refining Public Co., Ltd. 
Besides, PTT has shares in three refineries, namely Star Petroleum 
Refining Co., Ltd. (SPRC), Bangchak Petroleum Public Co., Ltd. (BCP), 
and IRPC Public Co., Ltd. (IRPC). 

 

 2.  PTT’s Milestones 
 

PTT has been in the energy businesses for 30 years with many achievements 

and  failures  during  that  time.  In  order  to  understand  clearly  PTT’s  operations,  the 

following are briefly addressed chronologically: 
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Year  Chronological Significant Events 

Period  1 

(1978-1982) 

 

• The state enterprise, so called “the Petroleum Authority of Thailand “ (PAT) 
established on 29 December 1978 under the Petroleum Authority of 
Thailand Act, B.E.2521 (A.D.1978) 

• PTT played an important role in solving the second world oil crisis. 

• PTT began laying a 415-kilometer submarine gas pipeline from the Erawan 
gas field in the Gulf of Thailand to shore at Rayong, and another 169 km. 
pipeline further to EGAT’s South Bangkok power plant. 

Period 2 

(1983-1987) 

 

• PTT constructed six LPG terminals nationwide, all around the same time, 
completed with atransportation system under the LPG market development 
project. The work was due to be completed in 1985.  

• The Majesties the King and Queen, together with HRH Princess Maha 
Chakri Sirindhorn, HRH Princess Chulabhornwalailak graciously 
inaugurated PTT’s first gas separation plant on April 18. 

• PTT in  a joint venture with the public and private sectors established the 
National Petrochemical Co., Ltd. and PTT Exploration and Production Co., 
LTd. 

Period 3 

(1988-1992) 

 

• PTT took delivery of its one trillion cubic feet of natural gas from Unocal 
Thailand, Ltd., supplied by Erawan, Baanpot, Satun, and Platong fields. 

• PTT pioneered the sales of “PTT  Hi-octane Unleaded” The first unleaded 
brand in Thailand. 

Period 4: 

1993-1997 

 

• PTT achieved the top position in the domestic oilmarket with a share of 
26.8% . PTT operaes a Gas Separation Plant Unit 3 also located in the same 
are with Unit 1& 2. Its capacity is 350 MMcf/d. 

• Natural Gas Sales Agreement governing the Yadana and Pentagon fields in 
Myanmar were made. 

• PTT inaugurated Gas Sepration Unit IV, in Khanom, Nakorn Si Thammarat. 

Period 5: 

1998-2002 

 

 

 

 

 

 

 

 

 

 

 

• The Yadana Natural Gas Pipeline Project was completed and gas delivery at 
the Myanmar-Thai border point of Ban I Tong in Thong Pha Phum, 
Kanchanaburi, began, the gas was transmitted to the Electricity Generating 
Authority of Thailand’s Ratchaburi combined-cycle power plant from July 
1, 1998 onwards. This was the Thailand’s first import of natural gas. 

• HRH Princess Maha Chakri Sirindhorn graciously presided over the 
inauguration of PTT’s  1,463 billion Baht Research and Technology 
Institute. Thailand’s first international petroleum and petrochemical research 
and development institute in the Wangnoi, district of Audhaya 

• H.E. Prime Minister Chuan Leekpai of Thailand and H.E. Prime Minister 
Dato’s Seri Dr.Mahathir Mohammad of Malaysia presided over the signing 
ceremony of Gas Sales Agreements between PTT and Petronas as the buyers 
and the sellers of Block A-18 of the Malaysia-Thailand Joint Development 
Area (JDA). They also signed agreements to jointly utilize the gas from JDA 
area. 
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Year  Chronological Significant Events 

  •  In corporation with Chitrlada Royal Project and Thai Oil, PTT launched 
gasohol sales at service station 

• On December 6, 2001 PTT Public company Limited registered in the Stock 

Exchange of Thailand with an initial registered capital of Baht 20,000 

million (10 baht/share). The Ministry of Finance is the major shareholder 

Period 6: 

2003-present 

 
• PTT Public Company Limited is a fully integrated gas company engaged in 

the marketing and trading of various crude oil and refined petroleum 

products, as well as investing in the petrochemical and refining industries. 

Its business activities include the exploration for, the development and 

production of, natural gas, condensate and crude oil through subsidiaries; the 

procurement, transmission, processing, marketing and distribution of natural 

gas and gas products; the marketing of refined products through various 

distribution channels including commercial, retail, reseller and international 

markets, and the import and export of crude oil, condensate, petroleum 

feedstock and petrochemical products. As of June 28, 2007, it acquired retail 

the petroleum business from ConocoPhillips Company, including 146 JET-

branded service stations and Jiffy-branded convenience stores. On February 

7, 2008, it announced the establishment of PTT Green Energy Pte., Ltd. and 

the acquisition of PT Mitra Aneka Rezeki.(Source: ARS)  

 

3.   PTT’s Ownership  

 

PTT was incorporated as a public company on October 1, 2001, and registered 

in  the  Stock  Exchange  of  Thailand  on December  6,  2001.  At  present,  the  major 

shareholder  is  still  the  government  sectors,  including  Ministry  of  Finance,  Vayupak 

Fund  1  (under  Ministry  of  Finance)  -with  total  shares  of  67.1  %.  The  company  has 

two statuses: one as a state-enterprise and the other is a public company trading on the 

stock exchange. PTT’s top 15 shareholders are shown in Table Case1.A1. 
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Table Case 1.A1  PTT’s ownership (only major shareholders given), as of 10th March 2009 

 

Rank Major Shareholders # Shares (Shares) % Shares

1 Ministry of Finance 1,459,885,575 51.69                 

2 Vayupak Fund 1 by  MFC Asset Management Plc. 217,900,000 7.72                   

3 Vayupak Fund 1 by  Krung Thai Asset Management Plc. 217,900,000 7.72                   

4 NORTRUST NOMINEES LTD. 52,794,180 1.87                   

5 STATE STREET BANK AND TRUST COMPANY 52,073,168 1.84                   

6 HSBC (SINGAPORE) NOMINEES PTE LTD 45,974,789 1.63                   

7 CHASE NOMINEES LIMITED 42 44,626,400 1.58                   

8 Thai NVDR 34,143,662 1.21                   

9 MELLON BANK,N.A. 29,453,165 1.04                   

10 Social Security Office (2 Cases) 25,238,800 0.89                   

11 GOVERNMENT OF SINGAPORE INVESTMENT 

CORPORATION C

19,508,000 0.69                   

12 HSBC BANK PLC-CLIENTS GENERAL A/C 17,439,400 0.62                   

13 Government Pensions Fund 16,200,350 0.57                   

14 THE BANK OF NEW YORK (NOMINEES) LIMITED 15,683,197 0.56                   

15 MELLON NOMINESS (UK) LIMITED 11,989,000 0.43                   

TOTAL 2,260,809,686 80.06                 
 

 

Source:  SETMART, 2009. 

 

Table Case 1.A2  Executive’s Respondent Profile Survey 
  

Attributes of Respondents Percent min. max. Means

Standard 

Deviation Missing

Gender

male 76.5

Education

bachelor degree 17.6

master degree 64.7

doctorate degree 17.6

Working Experience* 4 32 20.3 9.18                      2

Less than 10 yrs 13.3

11 - 15 yrs 6.7

16 - 20 yrs 6.7

21 - 25 yrs 73.3

Total Working Experience*
15 33 28.4 4.55                      3

11 - 15 yrs 7.1

16 - 20 yrs .0

21 - 25 yrs 7.1

Over 26 yrs 85.7

Tenure Level  in the position* 1 10 4.4  2.80                      1

Less than 1 yr 18.8

2 - 5  yrs 50.0

11 -15 yrs 31.3  
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Table Case 1.A3  Managerial Perceptions of Environmental Uncertainty 

 

Mean

 Standard 

Deviation  Mean

 Standard 

Deviation 

The demand of existing product 1.69          0.48            1.63             0.60            

Demand for new product 2.19          1.11            2.52             1.11            

Demand for  oil/petroleum/energy product is 1.81          0.66            1.94             0.78            

Overall Mean 1.84          0.64            2.03             0.64            

Govt changes in pricing policy            2.38              1.26              2.84              1.12

Govt changes in laws or product standard, quality            2.19              0.98              2.38              0.99

Govt changes in Financial practices policy            2.25              0.86              2.60              1.02

Govt changes in labor laws            2.25              0.86              2.46              0.86

Govt changes in laws affecting Mktg,sales, 

Distribution 

           2.31              0.79              2.65              0.99

Govt changes in taxation collection (excise tax, 

subsidy) 

           2.44              1.15              2.84              1.11

Overall Mean 2.28          0.74            2.63             0.78            

Supplier, the price changes 2.94          1.18            3.08             1.20            

Supplier, quality changes 1.94          0.57            2.03             0.80            

Suppliers, design (energy product) changes 2.19          0.66            2.10             0.87            

Supplier, introduce the new raw materials,    

components 2.13          0.81            2.22             0.92            

Overall Mean 2.30          0.53            2.36             0.70            

Competitor's actions: price changes 1.88          0.81            2.35             0.99            

Competitor's actions: quality changes 2.19          1.11            2.27             0.95            

Competitor's actions: product design changes 2.44          0.89            2.33             0.84            

Competitor's actions: new products 2.50          1.10            2.38             0.94            

Overall Mean 2.24          0.81            2.33             0.78            

Financial/capital market, interest changes 2.50          0.82            2.51             0.82            

Fin/cap market, financial instruments available 2.50          0.97            2.44             0.80            

Fin/cap market, risks management 2.75          1.18            2.63             0.97            

Overall Mean 2.55          0.76            2.53             0.71            

SET, changes in mgnt control practices 2.25          0.86            2.46             0.91            

SET, changes in reporting conditions 2.19          0.83            2.30             0.87            

SET, changes in Corporate Governance procedures 2.13          0.89            2.33             1.00            

Overall Mean 2.18          0.82            2.37             0.88            

Technology, changes in your production techniques 1.56          0.63            1.92             0.70            

Technology, changes in work related with new IT 

support 2.00          0.97            2.19             0.78            

Overall Mean 1.79          0.73            2.06             0.65            

Natural resources scarcity, changes in  reserve 2.19          0.83            2.19             0.82            

Overall Mean 2.19          0.83            2.19             0.82            

Aggregate mean all items 2.18                       0.48 2.30                          0.44

n = 17                             64

Cronbach's Alpha        0.9176          0.8790

PTT

Questionnaire Item

All energy industry*

 

 

 
Source:  Survey Executives of PTT, 2009.  
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Table Case 1.A4  Executive Respondents’ Attitudes towards Strategic Leadership 

 

No. 1 2 3 4  5 Mean SD

1 Our strategy emphasizes on exploiting opportunities  - -    11.8    41.2     47.1        4.35       0.70

2 Our strategy emphasizes on maximizing profits  - -    35.3    52.9     11.8        3.76       0.66

3 We believe innovation is more important than high 

profitability

-    11.8    35.3    35.3     17.6        3.59       0.94

4 Our strategy emphasizes on diversification to 

internationals 

- -      5.9    35.3     58.8        4.47       0.80

5 Our strategy reflects high level of flexibility in 

managing risks, political situation 

- -    23.5    52.9     23.5        4.00       0.71

6 Our strategy reflects high level of flexibility in 

managing risks, economic situation 

- -    23.5    41.2     35.3        4.12       0.78

7 Our strategy reflects high level of flexibility in 

managing risks, financial situation 

- -    17.6    41.2     41.2        4.24       0.75

8 Top executives are like to take big financial risks  23.5 23.5    35.3    17.6 -        2.47       1.07

9 Top executives believe that high   risk, high return  23.5 29.4    29.4    11.8       5.9        2.47       1.18

10 Top executives are like to "pay safe" - 17.6    47.1    23.5     11.8        3.29       0.92

11 Top executives encourage the development of 

innovation, marketing strategy 

- 23.5    23.5    41.2     11.8        3.41       1.00

12 Top executives are like to implement certain plan  5.9 17.6    11.8    52.9     11.8        3.47       1.12

13 Top executives have articulated a clear vision/mission  - -      5.9    47.1     47.1        4.41       0.62

14 We are never first -to-market with new 

products/services

23.5 29.4    29.4    11.8       5.9        2.47       1.18

15 We are always a late entrant in establishing the new 

market

29.4 35.3    29.4      5.9 -        2.12       0.93

16 We never enter, stable markets 35.3 35.3    17.6    11.8 -        2.06       1.03

17 Our firm is at the cutting-edge of technological 

innovation 

17.6 23.5    17.6    35.3       5.9        2.88       1.27

18 We have a continuing overriding concern for 

lowering cost per unit 

17.6 5.9    23.5    35.3     17.6        3.29       1.36

19 This organization is a flexible and continually 

adapting to change 

- -    29.4    35.3     35.3        4.06       0.83

20 This organization is always moving towards ways of 

doing things 

5.9 -    29.4    29.4     35.3        3.88       1.11

21 Our strategy emphasizes in HR rather than anything 

else 

11.8 23.5    35.3    29.4 -        2.82       1.01

22 People here are encouraged to take a long term view 

of their career with the firm 

- 5.9      5.9    52.9     35.3        4.18       0.81

23 Our firm's structure, systems are well design for 

competition

5.9 17.6    11.8    41.2     23.5        3.59       1.23

24 As a member of SET, if shareholders are happy, 

nothing else matters 

23.5 23.5    29.4    23.5 -        2.53       1.12

25 If the survival of a business enterprise is at stake, 

then ignore CSR 

82.4 11.8      5.9 - -        1.29       0.77

26 The most important  is making profit, even it means 

breaching the rules 

76.5 17.6      5.9 - -        1.35       0.79

27 Efficiency is much more important to our company 

than ethics, or CSR 

70.6 5.9    17.6      5.9 -        1.59       1.00

Statements Executives' Attitudes (%)

 
 

 

Note:  N=17 
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Table Case 1.A5  Employees’ Profiles towards Strategic Leadership 

 

 

Attributes of Respondents Percent

min. max. mean SD Missing

Gender

Male 51.2

Age

Less than 25 9.4

25-34 45.7

35-44 26.8

45-54 16.5

over 54 1.6

Education

below bachelor degree 10.2

bachelor degree 50.4

master or above 39.4

Working experience in this organization

less than 1 yr 16.5

2 - 5 yrs 40.9

6 - 10 yrs 12.6

Over 10 yrs 29.9

Total working experience* 1 30 9.3 8.25 15

Less than 5 yrs 49.1

6 - 10 yrs 28.9

11 - 15 yrs 20.0

16 - 40 yrs 28.9

 Working group 

executive, director, manager 10.2

production, marketing, sales, supply, 

logistics

25.2

finance, accounting, it, legal, 

procurement, HR

55.9

Others 8.7
 

 

Note:  N=127 
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Table Case 1.A6  Employees’ Attitudes toward Strategic Leadership 

No. Statement 1 2 3 4 5 Mean SD

Corporate Policy

1.1  Your organization has set a clear vision 

which is communicated  to employees   

-     -     4.7      42.5    52.8    4.48     0.59               0.9068

1.2 Your organization has set a clear mission 

which is communicated    to employees

-     -     7.1      51.2    41.7    4.35     0.61    

1.3 Your organization has goal and work plan 

in quality development

-     -     7.9      48.0    44.1    4.36     0.63    

1.4 Quality development policy has caused 

some changes in working  process and 

increased your responsibility 

-     -     20.5    46.5    33.1    4.13     0.72    

1.5 Your organization has managed human 

resources to aid the  quality development

-     4.7      9.4      37.0    34.6    3.44     1.01    

1.6 Employees give a good cooperation in the 

quality development

-     1.6      3.1      22.0    48.8    3.91     0.85    

1.7 Your organization has sufficient resources 

to facilitate the quality   development 

-     4.7      24.4    41.7    29.1    3.95     0.85    

1.8 All employee levels have acknowledged 

the quality development  and understood 

their role 

-     4.7      29.9    52.8    12.6    3.73     0.74    

1.9 Your organization has been well 

structured that supports the  quality 

development  

-     1.6      24.4    53.5    20.5    3.93     0.71    

1.10 Top executives are icon of the 

organization’s success

-     2.4      18.1    49.6   29.9   4.07     0.76    

1.11 Top executives are your idol/ role model -     5.5      25.2    47.2    22.0    3.86     0.82    

1.12 Top executives have acted as committed 

in accordance with organization values 

and cultures  

-     3.9      25.2    52.0    18.9    3.86     0.76    

1.13  Creating good relationship with 

customers is employees’   responsibility

-     1.6      16.5    42.5    39.4    4.20     0.77    

1.14  The organization structure has well 

facilitated the company operation

-     3.1      3.1      33.9    50.4    3.60     0.83    

1.15 The employees have rights in decision 

making 

-     4.7      7.1      40.2    38.6    3.41     0.93    

1.16 Information system is efficiently utilized  -     -     18.9    48.0    33.1    4.14     0.71    

Employee's Attitude (%)  Reliability 

Cronbach's 

Alpha 

 

Note:  N =127 
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Table Case 1.A7  Employees’ Attitudes towards the Internal Process 

Statement 1 2 3 4 5 Mean SD

Employees' Work Efficiency           0.7286

2.1  You clearly understand your role and duty  -     -     12.6    59.1    28.3    4.16     0.62    

2.2 You can correlate tasks with the 

organization success

-     -     11.8    56.7    31.5    4.20     0.63    

2.3 You understand your line manager 

expectation  

-     2.4      9.6      72.8    15.2    4.01     0.59    

2.4 You can adjust way of working so as to 

facilitate the assignments  

-     1.6      12.6    56.7    29.1    4.13     0.68    

2.5 The organization is open to your initiation 

that leads to effective working 

3.1      6.3      17.3    56.7    16.5    3.77     0.91    

Loyalty to Organization* 0.7576         

3.1 You are proud to tell others that you work 

with this organization

-     -     4.7      38.6    56.7    4.52     0.59    

3.2 You like your current job -   3.1    15.7  48.8  32.3  4.10     0.77    
3.3 You are confident in your organization’s 

prospect 

-     -     11.0    43.3    45.7    4.35     0.67    

3.4 Right now, you’re thinking to change your 

current work 

7.9      12.6    28.3    30.7    20.5    3.43     1.18    

Employee's Attitude (%)
 Reliability 

Cronbach's 

Alpha 

 

Table Case 1.A8  Employees’ Attitudes towards Learning and Growth 

 

Statement 1 2 3 4 5 Mean SD

Training & development .7930

4.1 You get enough trainings in you job  -     7.9      23.6    55.9    12.6    3.73     0.78    

4.2 In the past year, you had opportunity to 

learn and develop yourself

-     3.9      18.9    59.1    18.1    3.91     0.72    

4.3 You feel your job is challenging which 

has supported your learning 

-     4.7      23.6    50.4    21.3    3.88     0.79    

4.4 In the past year, you got learning from job 

issues and had chance to work with the 

team to solve the problem

1.6      3.1      19.7    52.8    22.8    3.92     0.83    

Career Development .7051

5.1 Your current job has potentially driven 

you to grow in career path more than 

others jobs 

10.2    11.8    29.9    38.6    9.4      3.25     1.11    

5.2 Your organization has encouraged the 

employees to develop their knowledge in 

different ways.

-     5.5      29.1    48.8    16.5    3.76     0.79    

5.3 You feel that there is less opportunity to 

get promoted 

11.8    33.1    29.9    18.9    6.3      2.75     1.09    

5.4 You feel secured in your job 1.6      4.7      15.0    46.5    32.3    4.03     0.90    

5.5 You have opportunity to present 

outstanding job from the current role

5.5      10.2    29.1    52.0    3.1      3.37     0.92    

5.6 Your line manager has always supported 

your initiation and been in charge of your 

performance appraisal 

-     6.3      26.8    49.6    17.3    3.78     0.81    

Employee's Attitude (%)  Reliability 

Cronbach's 

Alpha 
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Table Case 1.A9  Employees’ Attitudes towards Learning & Growth 

 

Statement 1 2 3 4 5 Mean SD

Employee's Satisfaction           0.8297

6.1 You are proud of your current 

responsibility  

1.6      0.8      24.4    44.9    28.3    3.98     0.84    

6.2 You want to continually stay on this 

position without boring

2.4      13.4    30.7    44.1    9.4      3.45     0.92    

6.3 You feel satisfied with the current job 1.6      0.8      29.9    47.2    20.5    3.84     0.81    

6.4 Your department has always put the right 

job on the right person based on 

competency and skill  

-     5.5      35.4    48.0    11.0    3.65     0.75    

6.5 Your current job fits with your skill and 

knowledge

0.8      3.1      24.4    61.4    10.2    3.77     0.70    

6.6 Your organization is less likely to have 

office politics  

7.9      13.4    40.2    33.1    5.5      3.15     0.99    

Corporate Social Responsibility           0.9466

7.1 Your organization has behaved in a 

socially responsible way

-     1.6      5.5      43.3    49.6    4.41     0.67    

7.2 Your organization has a useful role in 

society

-     -     11.0    39.4    49.6    4.39     0.68    

7.3 Your organization has supported local 

communities

-     -     18.9    37.0    44.1    4.25     0.76    

7.4 Your organization has supported projects 

that benefits the society

-     1.6      16.5    39.4    42.5    4.23     0.78    

7.5 Your organization has products/services 

that are priced worth to quality

-     1.6      21.3    34.6    42.5    4.18     0.82    

Overall Organization's Operation .94011

8.0 Overall, how do you agree with the 

organization’s operation 

-     -     12.9    66.9    20.2    4.07     0.57    

Employee's Attitude (%)
 Reliability 

Cronbach's 

Alpha 
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CASE STUDY No.2 

Bangchak Petroleum Public Company Limited (BCP) 
 

2.1  Core Business of the BCP group 

 

There are three main subsidiaries in which BCP holds shares over 50%, and one joint 

venture with shareholding. The details can be summarized as shown in Table Case 2.A1. 

 

Table Case 2.A1  BCP Group and Businesses 
 

BCP and Subsidiary Nature of Business 
1. Bangchak Green Net 
Co., Ltd. 

 

BCP holds a 49 % stake in Bangchak Green Net, which has a registered 
capital of one million baht. The subsidiary was set up to manage the retail 
business, including the oil service stations and the sales of the consumer 
products in Lemon Green and Bai Chak convenient stores. Other services 
include the engine-oil-changing service centers and the restaurants and 
cafes. Its mission is to serve the Company’s continued expansion in the 
retail business. 

2. Bangchak Biofuel Co., 
Ltd  

 

BCP holds a 70 % stake in Bangchak Biofuel, which has a registered 
capital of 281.50 million baht and paid-up capital of 112.60 million baht. 
The subsidiary was set up to develop and produce domestic renewable 
energy. Bangchak Biofuel commenced construction of the biodiesel plant 
in 2008 with an initial daily capacity of 300,000 litres in Bang Pa-in, 
Ayudhya Province in Central Thailand. The main raw material for the 
biodiesel plant is crude palm oil. This plant started up  in March 2009. 

 3. Fuel Pipeline 
Transportation Limited 
(FPT)  

 

BCP owns an 11.4 % stake in FPT, which has registered capital of 1,592 
M-baht. FPT is in charge of distributing oil through the underground 
pipeline system. FPT’s Multi-Product Pipeline system can transport 
various types of oil via a single underground pipeline at the same time. 
The oil transportation starts at the Bangchak refinery. Its pipeline runs in 
parallel with the railway and leads to the Chongnonsri and Don Muang 
depots before reaching the Company’s depot and FPT in Bang Pa-in, 
where the pipeline ends. In 2005, the aviation fuel pipeline operator JP-
One Asset Co extended the FPT’s pipeline in the Makasan area to the 
Suvarnabhumi Airport as part of its plan to serve the airport. 

4. ASEAN Potash Mining 
Plc. (APMC)  

 

BCP acquired a 6.6 % stakes in APMC, which has a registered capital of 
2,227 million baht and paid-up capital of 1,166 million baht, established 
to explore and produce potash, a major ingredient in fertilizer in 
Bumnegnarong, Chaiyaphum province, before it is produced and 
marketed as potassium chloride fertilizer. APMC is a joint venture 
bringing together the governments of the Association of Southeast Asian 
Nations (ASEAN) to capitalize on the natural resources of member 
countries. 

 

 
BCP’s Distribution System 

 

Including the headquarters, there are nine distribution centers as follows: 
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1.  Bangchak Head Office, Refinery and Oil Distribution Centre 

2.  Central Region Business Office and Bang Pa-in Oil Distribution Centre 

3.  Samut Sakhon Oil Distribution Centre 

4.  Northern Region Business Office 

5.  Northeast Region Business Office 

6.  Rayong Oil Distribution Centre 

7.  Surat Thani Oil Distribution Centre 

8.  Southern Region Office 

9.  Songkhla Oil Distribution Cetnre 

 

Table Case 2.A2  BCP’s Sources of Revenue (2006-2008) 

 

2008 2007 2006 

Product/Services  Company 
Revenue 
(M-baht)  % 

Revenue 
(M-baht)  % 

Revenue 
(M-baht)  % 

Oil (2) 
the Company and 
subsidiary 

         
128,491   99.4 

         
94,489   99.0 

         
93,775   98.3 

Consumer 
Products  Subsidiary 

                
551   0.4 

               
490   0.5 

               
495   0.5 

Other (3) 
the Company and 
subsidiary 

                
251   0.2 

               
464   0.5 

           
1,107   1.2 

  Total 
         
129,293  100.0 

         
95,443  100.0 

         
95,377  100.0  

 

Note: 1.  The  Company  has  another  subsidiary,  namely  the  Bangchak  Biofuel  Limited 

(holding 70% of stocks), whose plant is currently under construction, and thus there is 

no income from product sales, except in terms of interests amounting to 0.22 million 

baht, shown with other earnings.  

2. The proportions of earnings from sales of products in the domestic market 

in 2008, 2007 and 2006 were 78.4%, 82.6% and 96.5% respectively.  

3.  Other  earnings,  namely,  interest  receivable,  earnings  from  hedging  gain, 

profit  from  exchange  rates,  loss  adjustment  from  impairment  assets,  earnings  from 

sales promotions, land lease, service station lease, equipment lease etc. 

 

2.2  Ownership of BCP Group 

 

BCP  was  listed  on  the  Stock  Exchange  of  Thailand  in  1994.  The  major 

shareholders are Siam DR 42.450 %, PTT (23.99 % share), Thai NDR (5.72 %), and 
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private individual investors (both Thais and foreigners), as shown in Table C2.A3 and 

Figure C2.A1. 

  

Table Case 2.A3  BCP’s ownership (only major shareholders given), as of 16th August 2009 

 

Rank Major Shareholders # Shares (Shares) % Shares

1 Siam DR Co., Ltd. 496,549,463             42.45

2 PTT Public Company Limited 280,680,000             23.99

3 Thai NVDR 66,866,860               5.72

4 THE BANK OF NEW YORK (NOMINEES) LIMITED 25,401,650               2.17

5 Social Security Office (2 cases) 17,672,200               1.51

6 Social Security Office (4 cases) 12,887,013               1.10

7 DEUTSCHE BANK AG, LONDON PRIME BROKERAGE 10,312,400               0.88

8 MORGAN STANLEY & CO. INTERNATIONAL PLC 9,326,900               0.80
 

 

Note:  Small case = Thai investors, big case = foreign investors 

Source:  SETMART, 2009. 

 
 

                Note: Information as of December 31, 2008   
 

Figure Case 2.A1  BCP’s shareholder structure  
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Table Case 2.A4  Executive Respondent’s Profile Survey 

 

Attributes of Respondents Percent min. max. Means Standard 

DeviationMissing

Gender

female 66.7

Education

bachelor degree 25.0

master degree 75.0
doctorate degree .0

Working Experience* 2 23 13.83 5.72 11

Less than 10 yrs 16.7

11 - 15 yrs 41.7

16 - 20 yrs 33.3

21 - 25 yrs 8.3

Total Working Experience* 14 32 20.67 7.18 11

11 - 15 yrs 33.3
16 - 20 yrs 33.3

21 - 25 yrs 8.3

Over 26 yrs 25.0

Tenure Level  in the position* 0 14 1.75 3.96 11

Less than 1 yr 66.7

2 - 5  yrs 25.0

11 -15 yrs 8.3  

 

Note:  n=12; * Minimum, Maximum, Mean and SD based on raw data before 

recoding levels 
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Table Case 2.A5  Managerial Perceptions of Environmental Uncertainty 

 

Questionnaire Item Mean
Standard 

Deviation 

Mean

 Standard 

Deviation 

The demand of existing product 1.58         0.67             1.63            0.60           

Demand for new product 3.00         1.28             2.52            1.11           

Demand for  oil/petroleum/energy product is 1.67         0.89             1.94            0.78           

Overall Mean 2.08         0.79             2.03            0.64           

Govt changes in pricing policy 3.17         1.19             2.84            1.12           

Govt changes in laws or product standard, quality 2.33         1.15             2.38            0.99           

Govt changes in Financial practices policy 3.25         1.14             2.60            1.02           

Govt changes in labor laws 2.58         1.00             2.46            0.86           

Govt changes in laws affecting Mktg,sales, Distribution 2.83         1.34             2.65            0.99           

Govt changes in taxation collection (excise tax, subsidy) 3.50         1.31             2.84            1.11           
Overall Mean 2.94         0.97             2.63            0.78           

Supplier, the price changes 3.42         1.24             3.08            1.20           

Supplier, quality changes 2.25         1.06             2.03            0.80           

Suppliers, design (energy product) changes 2.25         1.22             2.10            0.87           

Supplier, introduce the new raw materials, components 2.50         1.00             2.22            0.92           

Overall Mean 2.60         0.88             2.36            0.70           

Competitor's actions: price changes 2.08         0.79             2.35            0.99           

Competitor's actions: quality changes 2.17         0.72             2.27            0.95           

Competitor's actions: product design changes 2.25         0.62             2.33            0.84           

Competitor's actions: new products 2.17         0.83             2.38            0.94           

Overall Mean 2.17         0.53             2.33            0.78           

Financial/capital market, interest changes 2.58         0.90             2.51            0.82           

Fin/cap market, financial instruments available 2.50         0.90             2.44            0.80           

Fin/cap market, risks management 2.75         1.14             2.63            0.97           

Overall Mean 2.61         0.87             2.53            0.71           

SET, changes in mgnt control practices 2.83         1.03             2.46            0.91           

SET, changes in reporting conditions 2.67         0.98             2.30            0.87           

SET, changes in Corporate Governance procedures 2.92         1.31             2.33            1.00           

Overall Mean 2.81         1.02             2.37            0.88           

Technology, changes in your production techniques 2.17         0.58             1.92            0.70           

Technology, changes in work related with new IT support 2.08         0.67             2.19            0.78           

Overall Mean 2.13         0.48             2.06            0.65           

Natural resources scarcity, changes in  reserve 2.33         0.98             2.19            0.82           

Overall Mean 2.33         0.98             2.19            0.82           

Aggregate mean all items 2.46         0.53             2.30                      0.44

n = 12             12.00                64

Cronbach's Alpha           0.9047         0.8790

All energy industry*

 

 
Note:  *All energy industry was based on 7 case studies; (1 = highly predictable, and 

5 =highly unpredictable) 
Source:  Survey Executives of BCP, 2009 
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Table Case 2.A6  Executive Respondents’ Attitude towards Strategic Leadership 
  

Statements

No. 1 2 3 4 5 Mean SD

1 Our strategy emphasizes on exploiting opportunities         8.3        8.3      16.7      25.0      41.7 3.83        1.34       

2 Our strategy emphasizes on maximizing profits       16.7        8.3      25.0  -       50.0 3.83        1.59       

3 We believe innovation is more important than high 

profitability

 -       41.7      25.0      25.0        8.3 3.00        1.04       

4 Our strategy emphasizes on diversification to 

internationals 

     16.7      25.0      50.0  -         8.3 2.58        1.08       

5 Our strategy reflects high level of flexibility in 

managing risks, political situation 

 -       16.7      25.0      41.7      16.7 3.58        1.00       

6 Our strategy reflects high level of flexibility in 

managing risks, economic situation 

 -         8.3        8.3      58.3      25.0 4.00        0.85       

7 Our strategy reflects high level of flexibility in 

managing risks, financial situation 

 -         8.3      16.7      58.3      16.7 3.83        0.83       

8 Top executives are like to take big financial risks       25.0      41.7      25.0  -         8.3 2.25        1.14       

9 Top executives believe that high   risk, high return       33.3      25.0      25.0      16.7  -  2.25        1.14       

10 Top executives are like to "pay safe"  -       16.7      33.3      41.7        8.3 3.42        0.90       

11 Top executives encourage the development of 

innovation, marketing strategy 

 -       16.7      25.0      50.0        8.3 3.50        0.90       

12 Top executives are like to implement certain plan   -         8.3      25.0      41.7      25.0 3.83        0.94       

13 Top executives have articulated a clear vision/mission         8.3  -         8.3      50.0      33.3 4.00        1.13       

14 We are never first -to-market with new 

products/services

     50.0      41.7  -         8.3  -  1.67        0.89       

15 We are always a late entrant in establishing the new       50.0      25.0  -       16.7        8.3 2.08        1.44       

16 We never enter, stable markets      33.3      41.7      16.7        8.3  -  2.00        0.95       

17 Our firm is at the cutting-edge of technological         8.3      41.7      33.3      16.7  -  2.58        0.90       

18 We have a continuing overriding concern for lowering 

cost per unit 

       8.3      25.0      16.7      25.0      25.0 3.33        1.37       

19 This organization is a flexible and continually 

adapting to change 

       8.3  -       25.0      58.3        8.3 3.58        1.00       

20 This organization is always moving towards ways of 

doing things 

       8.3  -       33.3      41.7      16.7 3.58        1.08       

21 Our strategy emphasizes in HR rather than anything 

else 

       8.3      41.7      16.7      25.0        8.3 2.83        1.19       

22 People here are encouraged to take a long term view 

of their career with the firm 

       8.3      33.3      25.0      25.0        8.3 2.92        1.16       

23 Our firm's structure, systems are well design for 

competition

       8.3      25.0      41.7      25.0          -    2.83        0.94       

24 As a member of SET, if shareholders are happy, 

nothing else matters 

     33.3        8.3      25.0      25.0        8.3 2.67        1.44       

25 If the survival of a business enterprise is at stake, then 

ignore CSR 

     83.3      16.7  -   -   -  1.17        0.39       

26 The most important  is making profit, even it means 

breaching the rules 

     75.0      25.0  -   -   -  1.25        0.45       

27 Efficiency is much more important to our company 

than ethics, or CSR 

     83.3      16.7  -   -   -  1.17        0.39       

Executives' Attitudes (%)

 
 

Note:  N=12; Cronbach’s Alpha =0.816,(recoding items , 2--8,2-10,2-14,2-15,2-16,2  
           24 to 2-27) 
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Table Case 2.A7  Employee Respondent’s Profiles 

 

Attributes of Respondents Percent min. max. Means Standard 

DeviationMissing

Gender

Female 60.3

Age

25-34 7.4

35-44 39.7

45-54 36.8

over 54 10.3

Education

below bachelor degree 11.8

bachelor degree 51.5

master or above 36.8

Working experience 1

less than 1 yr 11.9

2 - 5 yrs 19.4

6 - 10 yrs 23.9

Over 10 yrs 44.8

Total working experience*
0 25 10.6 6.90 10

Less than 5 yrs 27.6

6 - 10 yrs 24.1

11 - 15 yrs 20.7

16 - 40 yrs 27.6

Working group

executive, director, manager 5.9

production, marketing, sales, 

supply, logistics

19.1

finance, accounting, it, legal, 

procurement, HR

69.1

Others 5.9  
 

Note:  n= 68; * Minimum, Maximum, Mean and SD based on raw data before  
           recoding levels 
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Table Case 2.A8  Employee Attitudes towards Strategic Leadership 

  

No.Statement 1 2 3 4 5 Mean  SD

1.1  Your organization has set a clear vision which 

is communicated  to employees   

-     -     5.9      23.5    70.6    4.65      0.59        

1.2 Your organization has set a clear mission which 

is communicated    to employees

-     7.4      5.9      41.2    45.6    4.25      0.87        

1.3 Your organization has goal and work plan in 

quality development

-     -     19.1    41.2    39.7    4.21      0.74        

1.4 Quality development policy has caused some 

changes in working  process and increased your 

responsibility 

5.9      4.4      14.7    44.1    30.9    3.90      1.08        

1.5 Your organization has managed human 

resources to aid the  quality development

-     23.5    42.6    30.9    2.9      3.13      0.81        

1.6 Employees give a good cooperation in the 

quality development

-     -     33.8    55.9    10.3    3.76      0.63        

1.7 Your organization has sufficient resources to 

facilitate the quality   development 

-     16.2    35.3    41.2    7.4      3.40      0.85        

1.8 All employee levels have acknowledged the 

quality development  and understood their role 

-     22.1    35.3    39.7    2.9      3.24      0.83        

1.9 Your organization has been well structured that 

supports the  quality development  

-     14.7    32.4    45.6    7.4      3.46      0.84        

1.10 Top executives are icon of the organization’s 

success

-     2.9      25.0    52.9    19.1    3.88      0.74        

1.11 Top executives are your idol/ role model -     2.9      33.8    51.5    11.8    3.69      0.80        

1.12 Top executives have acted as committed in 

accordance with organization values and cultures 

-     2.9      23.5    54.4    19.1    3.90      0.74        

1.13  Creating good relationship with customers is 

employees’   responsibility

-     -     7.4      45.6    47.1    4.40      0.63        

1.14  The organization structure has well facilitated 

the company operation

-     14.7    30.9    47.1    7.4      3.47      0.84        

1.15 The employees have rights in decision making  2.9      20.6    35.3    30.9    10.3    3.25      1.00        

1.16 Information system is efficiently utilized  -     5.9      33.8    29.4    30.9    3.85      0.93        

Employee's Attitude (%)

 
 
 
Note:  n= 68; A score of 1 = strongly disagree, 2 = somewhat disagree, 3 = neither agree nor  
           disagree, 4 = somewhat agree, and 5= strongly agree; Cronbach’s Alpha = 0.90875 
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Table Case 2.A9  Employee Attitudes towards the Internal Process 

 

 Reliability 

Statement 1 2 3 4 5  Mean  SD Cronbch's Alpha 

Employees' Effeciency                0.8794

2.1  You clearly understand your role and duty  -    2.9     22.1   54.4   20.6   3.93       0.74      

2.2 You can correlate tasks with the organization 

success

-    2.9     14.7   55.9   26.5   4.06       0.73      

2.3 You understand your line manager expectation   -    5.9     25.0   51.5   17.6   3.81       0.80      

2.4 You can adjust way of working so as to 

facilitate the assignments  

-    -    11.8   60.3   27.9   4.16       0.61      

2.5 The organization is open to your initiative that 

leads to effective working 

-    4.4     32.4   47.1   16.2   3.75       0.78      

Loyalty to Organization                0.6825

3.1 You are proud to tell others that you work with 

this organization

-    -    16.2   47.1   36.8   4.21       0.70      

3.2 You like your current job -    2.9     29.4   47.1   20.6   3.85       0.78      

3.3 You are confident in your organization’s 

prospect 

-    -    14.7   58.8   26.5   4.12       0.64      

3.4 Right now, you’re thinking to change your 

current work 

8.8     5.9     16.2   42.6   26.5   3.72       1.18      

Employee's Attitude (%)

 
 

Note:  n= 68; A score of 1 means strongly disagree, 2 means somewhat disagree, 3 
means  neither  agree  nor  disagree,  4  means  somewhat  agree,  and  5  means 
strongly agree; Cronbach’s Alpha = 0.8794   
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Table Case 2.A10  The Demographics of Respondents for Customer Satisfaction of BCP  

Variables Frequency Percent Missing

Gender

male 172 68.8

Age (yrs old)

20-30 96 38.4

31-40 102 40.8

41-50 42 16.8

Over 51 10 4.0

Education

below bachelor 84 33.6

bachelor degree 130 52.0

master or above 36 14.4

Occupation

Govt-State enterprise 28 11.3

Corp-employees 121 48.8

Entrepreneur 36 14.5
2

Others 63 25.4

Income per month

Less than 10,000 47 18.8

10,001-20,000 119 47.6

20,001-40,000 55 22.0

over 40,001 29 11.6

Frequency of gas station

One per week 119 47.6

2 per week 92 36.8

every 2-week 15 6.0

others (everyday) 24 9.6

 

Note:  N=250 
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Table Case 2.A11  Employees’ Attitudes towards Learning & Growth 
 

Statement 1 2 3 4 5  Mean  SD

Training & Development              0.87876

4.1 You get enough trainings in you job 2.9     5.9     29.4   47.1   14.7   3.65       0.91      

4.2 In the past year, you had opportunity to learn 

and develop yourself

2.9     4.4     25.0   42.6   25.0   3.82       0.96      

4.3 You feel your job is challenging which has 

supported your learning 

2.9     4.4     29.4   41.2   22.1   3.75       0.95      

4.4 In the past year, you got learning from job 

issues and had chance to work with the team to 

solve the problem

-    2.9     22.1   52.9   22.1   3.91       0.84      

Career Development              0.83535

5.1 Your current job has potentially driven you to 

grow in career path more than others jobs 

5.9     30.9   25.0   27.9   10.3   3.06       1.12      

5.2 Your organization has encouraged the 

employees to develop their knowledge in 

different ways.

2.9     10.3   22.1   41.2   23.5   3.72       1.03      

5.3 You feel that there is less opportunity to get 

promoted 

16.2   23.5   29.4   23.5   7.4     2.82       1.18      

5.4 You feel secured in your job -    7.4     23.5   45.6   23.5   3.85       0.87      

5.5 You have opportunity to present outstanding job 

from the current role

5.9     16.2   29.4   35.3   13.2   3.34       1.09      

5.6 Your line manager has always supported your 

initiation and been in charge of your 

performance appraisal 

8.8     2.9     30.9   35.3   22.1   3.59      1.14      

Employee's Attitude (%)

 
 

Note:  N=68 

 

Table Case 2.A12 Employees’ Attitudes towards Learning & Growth 
 

Statement 1 2 3 4 5  Mean  SD

Satisfaction              0.79905

6.1 You are proud of your current responsibility   -    -    26.5   44.1   29.4   4.03       0.75      

6.2 You want to continually stay on this position 

without boring

7.4     19.1   36.8   22.1   14.7   3.18       1.13      

6.3 You feel satisfied with the current job 2.9     5.9     35.3   38.2   17.6   3.62       0.95      

6.4 Your department has always put the right job on 

the right person based on competency and skill  

-    22.1   30.9   35.3   11.8   3.37       0.96      

6.5 Your current job fits with your skill and 

knowledge

-    13.2   16.2   58.8   11.8   3.69       0.85      

6.6 Your organization is less likely to have office 

politics  

2.9     20.6   44.1   27.9   4.4     3.10       0.88      

Corporate Social Responsibility              0.83103

7.1 Your organization has behaved in a socially 

responsible way

-    -    -    20.6   79.4   4.79       0.41      

7.2 Your organization has a useful role in society -    -    1.5     23.5   75.0   4.74       0.48      

7.3 Your organization has supported local 

communities

-    -    1.5     17.6   80.9   4.78       0.51      

7.4 Your organization has supported projects that 

benefits the society

-    -    1.5     20.6   77.9   4.76       0.46      

7.5 Your organization has products/services that are 

priced worth to quality

-   -   -    30.9   69.1   4.69       0.47      

Overall Performance              0.96189

8 Overall, how do you agree with the 

organization’s operation 

-    -    27.7   52.3   20.0   3.92       0.69      

Employee's Attitude (%)

 

Note:  N=68 



563 
 

 

CASE STUDY No.3 

Thaioil Public Company Limited (TOP) 
 

 

3.1  Thaioil: Oil Refining Business 

 

Almost  five  decades  of  continuous  modernization  and  expansion  programs 

have  transformed  Thaioil  into  one  of  the largest  grass-roots  complex  refineries  in 

Thailand. With a capacity to process 220,000 barrels per day, or about 12,000 million 

liters a year, Thaioil Refinery accounts for 21 % of the national processing capacity, 

meeting  35  %  of  the  domestic  demand  for refined  petroleum  products.    Currently, 

Thaioil is expanding the processing capacity to 270,000 barrels per day. The project 

was completed at the end of 2007 and  placed Thaioil among the five largest refineries 

in  the  Asia-Pacific  region.  Selection  of refinery  configuration  and  processing 

technologies have had a crucial impact on the refinery's flexibility and value creation 

capability. 

Thaioil  utilizes  leading-edge  refining  processes  by  Shell  and  UOP.  At  the 

time,  the  company’s  only  offering  was  the  Dubbs  Process  for  thermal  cracking  of 

heavy  hydrocarbons  to  gasoline.  The  Dubbs process  proved  highly  successful,  and 

was  soon  employed  in  more  than  250  units operating  in  the  United  States  and  18 

foreign  countries.  These  units  helped  provide  gasoline  to  fuel  the  ever-increasing 

number  of  automobiles  being  built  in  the  early  20th.  Shell  Global  Solutions 

International  acts  as  its  technical  advisor, providing  expert  services  that  enable  the 

refinery  to  continuously  improve  its  operational  efficiency  and  profitability.  The 

complex  combination  of  distillation,  conversion  and  upgrading  processes  allows  its 

refinery to convert a whole range of crude oil into quality refined products. Thaioil is 

ranked  among  the  refineries  with  the  highest  proportion  of  high  value  petroleum 

products  in  the  Asian  region.  The  complexity of  the  refining  processes  also  enables 

Thaioil  to  adjust  the  product  slate  and  volume  in  response  to  changes  in  market 

demand and conditions. 
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Process units at Thaioil Refinery can be divided into five basic categories:  

    

1.  Crude Distillation Units   

2.  Heavy vacuum Cracking   

3.  Conversion Units   

4.  Reforming Units   

5.  Treatment  

 

Thaioil's  crude  intake  consists  of  Middle  East  crude  (75%),  East  Asia  crude 

(5%),  and  indigenous  feedstock  (20%  comprising  Phet  crude,  Pattani  crude,  and 

condensate from the Gulf of Thailand).  

Thaioil Refinery is located in close proximity to the Laem Chabang deep-sea 

port  in  Sriracha  District,  Cholburi  Province.  The  location  provides  direct  access  to 

marine,  rail  and  road  transportation  systems.  The  refinery  is  also  connected  to  the 

multiproduct  pipeline  network  owned  by  Thai  Petroleum  Pipeline.  This  strategic 

location allows for optimized product delivery to its customers.  

 

3.2  TOP’s Subsidiaries and Affiliated 

 

              TOP  has  embarked  on  a  diversification  program  into  power  and  other 

businesses  that  are  synergistic  with  Thaioil’s  existing  oil  refining  business.  This 

diversification  is  intended  to  provide  greater  stability  of  earnings  and  cash  flow. 

These  ventures  have  been  implemented  through  Thaioil’s  various  subsidiaries  and 

investees as described in Table Case 3.A1. 
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Table Case 3.A1  TOP’s Group of Businesses 

 

Company Business Activity % Interest  
Thaioil Marine Co., Ltd.  Oil and Petrochemical Products Transportation 

(Tanker) 
100 (1) 

Thai Paraxylene Co., Ltd.  Petrochemical Production (Paraxylene Plant)  100 (2) 
Thai Lube Base PLC.  Petrochemical Production (Lube Base Oil Plant)  100 (3) 
Independent Power 
(Thailand) Co.,Ltd. 

Power Generation 55 (4) 

Thaioil Power Co., Ltd.  Power Generation 24 (5,6) 
Thai Petroleum Pipeline 
Co.,Ltd. 

Petroleum Transportation (Pipeline) 9 (7) 

 

Notes: 1. 0.01% of the shares in TM are held by some of Thaioil's management as a 

promoter of the company as required by Thai law. 

2.  0.01% of the shares in TPX are held by some of Thaioil's management as a 

promoter of the company as required by Thai law.  

3.  0.01% of the shares in TLB are held by some of Thaioil's management as a 

promoter of the company as required by Thai law.  

4.  Other shareholders of TP include PTT Plc. (26%) and EPDC (J-Power) (19%).  

5.  Other shareholders of IPT include PTT Plc. (20%) and Thaioil Power Co., 

Ltd. (56%).  

6.  Represents % held directly by Thaioil (24%) and represents % held by 

Thaioil Power (56%) (Thaioil holds 55% in Thaioil Power, and Thaioil 

Power holds 56% in IPT).  

7.  Other shareholders of Thappline include PTT Plc. (34%), Esso Thailand 

(21%), and Shell Thailand (15%), Caltex Trading and Transport 

Corporation (10%) and others (11%). 

 

3.3  Thaioil’s Milestones 

 

TOP  continues  to  move  forward  in  its charted  direction.  The  goal  is  to  be 

recognized  as  one  of  the  leading  petroleum  product  refiners  and  petrochemical  and 

lube  base  manufacturers  in  Asia-Pacific,  as  well  as  an  established  major  power 

producer in Thailand. Through the years, TOP has been strengthening its foundation 

and  developing  its  resources to  solidify  the  leadership  position.  The  company  has 
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raised  its  profile  through  expansion  and  optimization  to  become  a  truly  competitive 

integrated  energy  company.  Thaioil’s  operations  extend  from  its  core  petroleum 

refining  business  to  petrochemical  and lube  base  production,  transportation,  and 

power  generation.  At  present,  TOP  has  been  in  the  energy  businesses  for  over  48 

years.  In  order  to  understand  clearly TOP’s  operations  and  how  it  thrives,  the 

following brief chronological is shown in Table Case 3.A2.  

 

Table Case 3.A2  Events That Shaped TOP 

 

Year  Chronological Significant Events 
1961  Incorporated under a 20-year build-operate-transfer concession with the Thai 

government through the Ministry of Industry to construct and operate an oil refinery 
situated in Siracha. 

1964  Commenced its oil refining operations following the completion of the first refining 
complex (“TOC-1”) with a crude oil distillation capacity of 35,000 barrels per day 
with a fluidized catalytic cracking unit. 

1967  The Thai government approved the first expansion of the refinery 
1970  The crude oil distillation capacity was expanded by 30,000 barrels per day with the 

completion of the second refining complex (“TOC-2”) with a thermal cracking unit 
1981  Thaioil’s refining capacity remained at 65,000 barrels per day until the expiration of 

the concession. On September 18, The ownership of the land and the TOC-1 and 
TOC-2 plants was transferred back to the Ministry of Industry in accordance with the 
terms of the concession.  
In the same year, the Thai government, through its oil agency which later became 
PTT, decided to further expand the refinery and operate it through a joint venture and 
became a 49% partner in the company. 
The other partners in the joint venture were Shell Petroleum N.V. (15%), Caltex 
Trading and Transportation Corporation (5%), the Bureau of the Crown Property (2%) 
and the then existing shareholders and other private shareholders (29%). Thaioil then 
leased the land and refinery assets from the Ministry of Industry. 

1989  Increased the refining capacity from 65,000 barrels per day to 90,000 barrels per day 
after the installation of the first hydrocracking complex and other processing units 

1992  On September 11, Thaioil purchased the leased refinery assets, TOC-1 and TOC-2, 
from the Ministry of Industry and entered into a long-term land lease agreement with 
the Treasury Department of the Ministry of Finance with a 30-year term, which 
expires on September 10, 2022 

1993  Upon completion of its second expansion, Thaioil’s refinery became, and currently 
remains, the largest single-site refinery and one of the most complex refineries in 
Thailand, with a crude oil distillation capacity of 190,000 barrels per day, two 
continuous catalyst regeneration plat formers and three major conversion units to 
upgrade petroleum products, namely the hydrocracker, the fluidized catalytic cracker 
and the thermal cracker 

1994  Further upgraded the crude distillation unit to increase capacity by 15,000 barrels per 
day. After the completion of the second hydrocracking complex and other processing 
units in 1997, Thaioil’s crude oil distillation including intermediate feedstock, 
processing capacities increased from 205,000 barrels per day to the present 220,000 
barrels per day 

1995  At a ceremony held on January 6, Prime Minister Chuan Leekpai officially opened 
TOC4, Thaioil's fourth refining complex, and laid the foundation stone for the second 
hydrocracker unit. 
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 Table Case 3.A2  (Continued) 
  
Year  Chronological Significant Events 
1997  On November 28, HRH Princess Maha Chakri Sirindhorn presided over the 

foundation stone laying ceremony of the co-generation power plant and the 
paraxylene plant, and the opening ceremony of the lube base plant 
 

Year  Chronological Significant Events 
1999  The Company faced financial difficulties as the baht devaluation on July 2, 1998 

raised its foreign loans liabilities, and the ensuing economic crisis shrank demand for 
petroleum products. Thaioil were forced to seek debt suspension and arranged initial 
meetings with creditors in November to negotiate debt restructuring 

2000  Thaioil's reorganization plan was approved by the Bankruptcy Court in March, and 
Thaioil signed the Master Restructuring Agreement in April. 

2001  Thaioil, in cooperation with PTT and the Royal Chitralada Projects, began producing 
gasohol on January 11 under the “Gasohol for the Thai People” program. This was 
in response to His Majesty the King's initiative to offer gasohol as an alternative fuel 
to the public.   
In December, debts of 4,953 million baht were repurchased at a discount. 

2003  Thaioil was the first producer of low-sulfur diesel of 350 parts per million to meet the 
new specification due to take effect at the beginning of 2004.  
In September, Thaioil completed a discounted debt repurchase and long-term loan 
repayment of 6,278 million baht. 

2004  The plan to refinance, repurchase, and exchange its debts was implemented in April to 
increase the Company's financial flexibility, enhance its credit, and reduce costs.  
In June, Thaioil prepaid approximately 100 million US dollars in loans.  
Thaioil became a public company on August 9, changing its name to Thaioil Public 
Company Limited.  
Thaioil shares were first traded on the Stock Exchange of Thailand on October 26. 
The opening price was 42 baht a share, which was 31 % higher than the subscription 
price per share of 32 baht.  
On October 20, Thaioil acquired full ownership of Thai Paraxylene Company 
Limited, and Thai Lube Base Public Company Limited.  
Agreement was signed on December 16 to purchase a 24-% interest in Independent 
Power (Thailand) Company Limited from Unocal Asia-Pacific Ventures Limited. The 
acquisition raised Thaioil’s total stake to 55 %. 

2005  Thaioil’s debenture offering during May 30 to June 1 was well received by 
institutional investors in Singapore, Hong Kong and London. Thaioil raised 350 
million US dollars, or approximately 14 billion baht. Moody's Investors Service 
assigned a credit rating of (P)Baa1, which is equivalent to BBB+, while Standard & 
Poor placed a BBB credit rating on Thaioil's dollar-denominated debentures. 

2006  Thaioil jointly invested in the establishment of Measod Clean Energy Company 
Limited to construct an ethanol production plant at Measod, Tak with the capacity of 
100,000 liters per day, together with Padaeng Industry Public company Limited and 
Petrogreen Company Limited.  

2007  Thaioil expanded the processing capacity to 270,000 barrels per day, accounting for 
21 % of the national processing capacity, meeting 35 % of the domestic demand for 
refined petroleum products. This has placed Thaioil among the five largest refineries 
in Asia-Pacific. 

2008  Thaioil signed a Shares Purchase Agreement with Shell Overseas Investment B.V. and 
Pattanakij Chemical Co.,Ltd. and Assets Purchase Agreements with the Shell 
Company of Thailand Limited (SCOT) for the acquisition of the distribution and 
marketing of Solvents businesses, and Assets Purchase Agreements with Shell in 
Vietnam for the acquisition of the Solvents business (SVL). 

2009  Thaioil has adjusted the production process of oil refining to paraxylene production or 
lube base oil production according to price and market situation and consequently 
help reduce the volatile effect on products price cycling. 
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3.5  TOP’s Ownership  

 

TOP was officially registered and traded in the Stock Exchange of Thailand on 

24 October 2004. At present, PTT Public Company Limited is the major shareholders 

(49.1%), followed by Thai NVDR and investors and international banks as shown in 

Table Case 3.A3.  

 

Table Case 3.A3  TOP’s ownership (only major shareholders given), as of  3rd March 2009 

 

  

Rank Major shareholders

# Shares 

(Shares)

% Shares

1 PTT Public company Limited 1,001,647,483 49.10%

2 Thai NVDR 54,180,273 2.66%

3 STATE STREET BANK AND TRUST COMPANY 53,260,661 2.61%

4 NIPPON OIL CORPORATION 36,137,200 1.77%

5 HSBC (SINGAPORE) NOMINEES PTE LTD 33,137,074 1.62%

6 MELLON BANK,N.A. 24,982,455 1.22%

7 NORTRUST NOMINEES LTD. 23,470,179 1.15%

8 STATE STREET BANK AND TRUST COMPANY  22,864,330 1.12%

9 IRPC Public Company Limited 18,000,000 0.88%

10 STATE STREET BANK AND TRUST COMPANY  14,668,128 0.72%

11 THE BANK OF NEW YORK (NOMINEES) 14,355,194 0.70% 

 

Note:  lower case = Thai investors, upper case = foreign investors 

Source:  SETMART, 2009. 
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Table Case 3.A4  Executive’s Respondent Profile Survey 

 

Attributes of Respondents Percent min. max. Means Standard 

Deviation
Missing

Gender

male 60.0

Education

bachelor degree 30.0

master degree 70.0

doctorate degree .0

Working Experience*
2 23

14.30 7.51

Less than 10 yrs 30.0

11 - 15 yrs 20.0

16 - 20 yrs 20.0

21 - 25 yrs 30.0

Total Working Experience*
12 29

20.78 5.70
1

11 - 15 yrs 33.3

21 - 25 yrs 44.4

over 26 yrs 22.2

Tenure Level  in the position
1 3

2.00 .82
3

Less than 1 yrs 28.6

2 -5 yrs 71.4

 

 

Note:  n=10; * Minimum, Maximum, Mean, and SD based on raw data before recode 

levels 
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Table Case 3.A5  Managerial Perceptions of Environmental Uncertainty 

 

Questionnaire Item

Mean

 Standard 

Deviation Mean

 Standard 

Deviation 

The demand of existing product (1a) 2.00             0.47           1.63               0.60              

Demand for new product (1b) 2.40             0.97           2.52               1.11              

Demand for  oil/petroleum/energy product is (1c) 2.20             0.92           1.94               0.78              

Overall Mean 2.20             0.61           2.03               0.64              

Govt changes in pricing policy (2a) 2.90             0.57           
                2.84               1.12

Govt changes in laws or product standard, quality (2b) 2.70             0.95           
                2.38               0.99

Govt changes in Financial practices policy (2c) 2.70             1.25           
                2.60               1.02

Govt changes in labor laws (2d) 2.20             1.03           
                2.46               0.86

Govt changes in laws affecting Mktg,sales, Distribution (2e) 3.10             0.88           
                2.65               0.99

Govt changes in taxation collection (excise tax, subsidy) (2f) 2.80             1.03           
                2.84               1.11

Overall Mean 2.73             0.71           2.63               0.78              

Supplier, the price changes (3a) 3.90             0.88           3.08               1.20              

Supplier, quality changes (3b) 2.30             0.67           2.03               0.80              

Suppliers, design (energy product) changes (3c) 2.10             0.74           2.10               0.87              

Supplier, introduce the new raw materials, components (3d) 2.50             0.85           2.22               0.92              

Overall Mean 2.70             0.40           2.36               0.70              

Competitor's actions: price changes (4a) 2.60             0.97           2.35               0.99              

Competitor's actions: quality changes (4b) 1.80             0.79           2.27               0.95              

Competitor's actions: product design changes (4c) 2.00             0.82           2.33               0.84              

Competitor's actions: new products (4d) 2.10             0.88           2.38               0.94              

Overall Mean 2.13             0.78           2.33               0.78              

Financial/capital market, interest changes (5a) 2.40             0.70           2.51               0.82              

Fin/cap market, financial instruments available (5b) 2.40             0.52           2.44               0.80              

Fin/cap market, risks management (5c) 2.60             0.84           2.63               0.97              

Overall Mean 2.47             0.50           2.53               0.71              

SET, changes in mgnt control practices (6a) 2.20             0.79           2.46               0.91              

SET, changes in reporting conditions (6b) 1.70             0.67           2.30               0.87              

SET, changes in Corporate Governance procedures (6c) 1.70             0.67           2.33               1.00              

Overall Mean 1.87             0.59           2.37               0.88              

Technology, changes in your production techniques (7a) 1.70             0.48           1.92               0.70              

Technology, changes in work related with new IT support (7b) 2.20             1.03           2.19               0.78              

Overall Mean 1.95             0.72           2.05               0.65              

Natural resources scarcity, changes in  reserve (8a) 2.00             1.05           2.19               0.82              

Overall Mean 2.00             1.05           2.19               0.82              

Aggregate mean all items 2.26             0.46           2.30                             0.44

n =              10                  64

Cronbach's Alpha       0.8813           0.8790

All energy industry*TOP

 
 

Source:  Survey Executives of TOP, 2009. 
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Table Case 3.6  Executive Respondent’s Attitudes towards Strategic Leadership 

 

No. 1 2 3 4 5 Mean SD

1 Our strategy emphasizes on exploiting opportunities   -   -      10.0     40.0     50.0 4.4        0.70      

2 Our strategy emphasizes on maximizing profits   -   -   -      40.0     60.0 4.6        0.52      

3 We believe innovation is more important than high 

profitability

    10.0     10.0     30.0     50.0  -  3.2        1.03      

4 Our strategy emphasizes on diversification to 

internationals 

 -      10.0     40.0     30.0     20.0 3.6        0.97      

5 Our strategy reflects high level of flexibility in 

managing risks, political situation 

 -      30.0     30.0     30.0     10.0 3.2        1.03      

6 Our strategy reflects high level of flexibility in 

managing risks, economic situation 

 -   -      20.0     40.0     40.0 4.2        0.79      

7 Our strategy reflects high level of flexibility in 

managing risks, financial situation 

 -   -      20.0     60.0     20.0 4.0        0.67      

8 Top executives are like to take big financial risks      40.0     60.0  -   -   -  1.6        0.52      

9 Top executives believe that high   risk, high return      50.0     50.0  -   -   -  1.5        0.53      

10 Top executives are like to "pay safe"  -      10.0     40.0     40.0     10.0 3.5        0.85      

11 Top executives encourage the development of 

innovation, marketing strategy 

 -      20.0     30.0     10.0     40.0 3.7        1.25      

12 Top executives are like to implement certain plan      10.0     30.0     30.0     10.0     20.0 3.0        1.33      

13 Top executives have articulated a clear 

vision/mission 

 -   -      30.0     30.0     40.0 4.1        0.88      

14 We are never first -to-market with new 

products/services

    90.0     10.0  -   -   -  1.1        0.32      

15 We are always a late entrant in establishing the new 

market

    70.0     20.0     10.0  -   -  1.5        0.97      

16 We never enter, stable markets     60.0     40.0  -   -   -  1.8        1.03      

17 Our firm is at the cutting-edge of technological 

innovation 

 -      30.0     50.0     20.0  -  2.9        0.74      

18 We have a continuing overriding concern for 

lowering cost per unit 

 -      20.0     40.0     40.0  -  3.6        1.26      

19 This organization is a flexible and continually 

adapting to change 

 -   -      20.0     50.0     30.0 4.1        0.74      

20 This organization is always moving towards ways of 

doing things 

 -   -      10.0     30.0     60.0 4.5        0.71      

21 Our strategy emphasizes in HR rather than anything 

else 

    10.0     20.0     50.0     10.0     10.0 2.9        1.10      

22 People here are encouraged to take a long term view 

of their career with the firm 

 -   -      20.0     40.0     40.0 4.2        0.79      

23 Our firm's structure, systems are well design for 

competition

 -   -      10.0     80.0     10.0 4.0        0.47      

24 As a member of SET, if shareholders are happy, 

nothing else matters 

    50.0     20.0     20.0     10.0  -  2.0        1.33      

25 If the survival of a business enterprise is at stake, 

then ignore CSR 

    90.0     10.0  -   -   -  1.1        0.32      

26 The most important  is making profit, even it means 

breaching the rules 

    90.0     10.0  -   -   -  1.1        0.32      

27 Efficiency is much more important to our company 

than ethics, or CSR 

    80.0     20.0  -   -   -  1.2        0.42      

Statements

Executives' Attitudes (%)

 

Note:  N=10  
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Table Case 3.A7  Employees’ Respondent Profiles 

 

   

Attributes of Respondents Percent min. max. Means Standard 

Deviation
Missing

Gender

Female 58.5

Age

Less than 25 15.1

25-34 24.5

35-44 32.1

45-54 24.5

over 54 3.8

Education

below bachelor degree 11.3

bachelor degree 45.3

master or above 43.4

Working experience in this organization

less than 1 yr 7.5

2 - 5 yrs 41.5

6 - 10 yrs .0

Over 10 yrs 50.9

Total working experience* 1 29 13.13 9.37 7

Less than 5 yrs 26.1

6 - 10 yrs 19.6

11 - 15 yrs 8.7

16 - 40 yrs 45.7

Working group

executive, director, manager 18.9

production, marketing, sales, 

supply, logistics

37.7

finance, accounting, it, legal, 

procurement, HR

30.2

Others 13.2

Note: n=53; * Minimum,  Maximum, Mean and SD based on raw data before recoding levels  

 
Table Case 3.A8  Employees’ Attitudes towards Strategic 
 

Reliability

No.Statement 1        2        3        4        5        Mean SDCronbch's Alpha

Corporate Policy
0.8882                 

1.1  Your organization has set a clear vision which 

is communicated  to employees   

-     -     7.5 30.2 62.3 4.47    0.85   

1.2 Your organization has set a clear mission which 

is communicated    to employees

-     -     11.3 30.2 58.5 4.47    0.70   

1.3 Your organization has goal and work plan in 

quality development

-     -     9.4 56.6 34.0 4.25    0.62   

1.4 Quality development policy has caused some 

changes in working  process and increased your 

-     3.8 26.4 41.5 28.3 3.94    0.84   

1.5 Your organization has managed human 

resources to aid the  quality development

-     5.7 60.4 15.1 18.9 3.47    0.87   

1.6 Employees give a good cooperation in the 

quality development

-     5.7 24.5 54.7 15.1 3.79    0.77   

1.7 Your organization has sufficient resources to 

facilitate the quality   development 

-     28.3 34.0 22.6 15.1 3.25    1.04   

1.8 All employee levels have acknowledged the 

quality development  and understood their role 

-     20.8 41.5 30.2 7.5 3.25    0.87   

1.9 Your organization has been well structured that 

supports the  quality development  

-     7.5 47.2 22.6 22.6 3.60    0.93   

1.10 Top executives are icon of the organization’s 

success

-     -     24.5 64.2 11.3 3.87    0.59   

1.11 Top executives are your idol/ role model -     -     47.2 34.0 18.9 3.72    0.77   

1.12 Top executives have acted as committed in 

accordance with organization values and cultures  

-     -     32.1 56.6 11.3 3.79    0.63   

1.13  Creating good relationship with customers is 

employees’   responsibility

-     7.5 22.6 18.9 50.9 4.13    1.02   

1.14  The organization structure has well facilitated 

the company operation

-     -     54.7 22.6 22.6 3.68    0.83   

1.15 The employees have rights in decision making  -     5.7 56.6 18.9 18.9 3.51    0.87   

1.16 Information system is efficiently utilized  -     3.8 35.8 49.1 11.3 3.68    0.73   

Employee's Attitude (%)

 

Note:  N=53; 1 =strong disagreed, 5 = strong agreed  
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Table Case 3.A9  Employees’ Attitudes towards the Internal Process 

 

Reliability

No.
Statement

1        2        3        4        5        Mean SDCronbch's Alpha

Employees' Effeciency 0.9494                 

2.1  You clearly understand your role and duty  -     -     13.2 49.1 37.7 4.25    0.68   

2.2 You can correlate tasks with the organization 

success

-     -     22.6 39.6 37.7 4.15    0.77   

2.3 You understand your line manager expectation   -     -     26.4 39.6 34.0 4.08    0.78   

2.4 You can adjust way of working so as to facilitate 

the assignments  

-     -     9.4 60.4 30.2 4.21    0.60   

2.5 The organization is open to your initiation that 

leads to effective working 

-     -     13.2 49.1 37.7 4.25    0.68   

Loyalty to Organization 0.7215                 

3.1 You are proud to tell others that you work with 

this organization

-     -     3.8 34.0 62.3 4.58    0.57   

3.2 You like your current job -     9.4 24.5 20.8 45.3 4.02    1.05   

3.3 You are confident in your organization’s 

prospect 

-     -     20.8 17.0 62.3 4.42    0.82   

3.4 Right now, you’re thinking to change your 

current work 

-     3.8 34.0 15.1 47.2 4.06    0.99   

Employee's Attitude (%)

 
Note:  N=53 

 

Table Case 3.A10  Employees’ Attitudes towards Learning and Growth 

 

Reliability

No.
Statement

1        2        3        4        5        Mean SDCronbch's Alpha

Training & Development

4.1 You get enough trainings in you job -     11.3 47.2 11.3 30.2 3.60    1.04   0.9022                 

4.2 In the past year, you had opportunity to learn 

and develop yourself

-     11.3 24.5 34.0 30.2 3.83    0.99   

4.3 You feel your job is challenging which has 

supported your learning 

-     -     11.3 47.2 41.5 4.30    0.67   

4.4 In the past year, you got learning from job issues 

and had chance to work with the team to solve 

-     -     22.6 39.6 37.7 4.15    0.77   

Career Development 0.7924                 

5.1 Your current job has potentially driven you to 

grow in career path more than others jobs 

-     11.3 37.7 28.3 22.6 3.62    0.97   

5.2 Your organization has encouraged the 

employees to develop their knowledge in 

-     3.8 35.8 34.0 26.4 3.83    0.87   

5.3 You feel that there is less opportunity to get 

promoted 

11.3 3.8 50.9 26.4 7.5 3.15    1.03   

5.4 You feel secured in your job -     -     17.0 56.6 26.4 4.09    0.66   

5.5 You have opportunity to present outstanding job 

from the current role

7.5 11.3 17.0 41.5 22.6 3.60    1.18   

5.6 Your line manager has always supported your 

initiation and been in charge of your 

-     -     32.1 34.0 34.0 4.02    0.82   

Employee's Attitude (%)

 

Note:  N=53 
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  Table Case 3.A11  Employees’ Attitudes towards the Learning and Growth 
 
 

Reliability

No.
Statement

1        2        3        4        5        Mean SDCronbch's Alpha

Satisfaction

6.1 You are proud of your current responsibility   -     -     17.0 56.6 26.4 4.09    0.66   0.8690                 

6.2 You want to continually stay on this position 

without boring

7.5 18.9 26.4 24.5 22.6 3.36    1.24   

6.3 You feel satisfied with the current job -     11.3 30.2 39.6 18.9 3.66    0.92   

6.4 Your department has always put the right job on 

the right person based on competency and skill  

-     11.3 39.6 30.2 18.9 3.57    0.93   

6.5 Your current job fits with your skill and 

knowledge

-     9.4 26.4 41.5 22.6 3.77    0.91   

6.6 Your organization is less likely to have office 

politics  

7.5 17.0 32.1 34.0 9.4 2.85    1.25   

Corporate Social Responsibility

7.1 Your organization has behaved in a socially 

responsible way

-     -     32.1 37.7 30.2 3.98    0.80   0.8877                 

7.2 Your organization has a useful role in society -     -     30.2 43.4 26.4 3.96    0.76   

7.3 Your organization has supported local 

communities

-     -     18.9 37.7 43.4 4.25    0.76   

7.4 Your organization has supported projects that 

benefits the society

-     -     7.5 60.4 32.1 4.25    0.59   

7.5 Your organization has products/services that are 

priced worth to quality

-     -     18.9 52.8 28.3 4.09    0.69   

Overall Performance

8 Overall, how do you agree with the 

organization’s operation 

-     -     26.4 58.5 15.1 3.89    0.64   0.9620                 

Employee's Attitude (%)

 
 

Note:  N=53 
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CASE STUDY No.4 POWER GENERATING (ELECTRICITY) 

The Electricity Generating Public Company Limited  

(EGCO GROUP) 

 

4.1  Core Business of the EGCO Group 

 

The EGCO Group has many core businesses related to the energy which can 

be divided into three main streams as shown in Table C4.A1. 

 

Table Case 4.A1  EGCO’s nature of Business 
 

EGCO and 
Subsidiary 
Business 

Nature of Business 

Power Business: EGCO main focus of business is in providing a range of integrated services in 
electricity generation. Presently, EGCO has invested in 13 power plants, both in 
Thailand and overseas, using diverse fuels such as natural gas, coal, oil, 
hydropower, and biomass in response to the Thai government’s policy on fuel 
diversification for energy security 

Services 
Business: 

EGCO Engineering and Service Co., Ltd (ESCO) is EGCO’s wholly-owned 
subsidiary which provides operation, maintenance, engineering and construction 
services to power plants, petrochemical plants, oil refineries and other industries.  
By employing advanced management techniques and equipment, ESCO is able to 
strengthen EGCO’s commitment to integrated business competence. 

Water Business: EGCO holds an indirect 70% stake in Ego Tara Company Limited (ET) which 
operates in the water business via ESCO. Under a long term contract, ET 
produces tap water in accordance with the Thai Industrial Standard (“TIS”) and 
supplies it to the three water stations of the Provincial Waterworks Authority of 
Thailand (PWA), namely Pak Tor Water Station, Damnoen Saduak Water Station 
and Samut Songkhram Water Station. 
The Company also invests in Eastern Water Resource Development and 
Management Public Company Limited (East Water). As of January 9, 2008, 
EGCO held 18.72% of shares in East Water which is responsible for developing 
and operating the main raw water pipe network in the Thailand Eastern Seaboard 
area covering seven provinces, namely Rayong, Chonburi, Chachoengsao, 
Prachinburi, Srakaew, Chantaburi and Trad. 

 

In  terms  of  business  type,  EGCO’s  business  lines  can  be  divided  into  four 

groups as shown in Table Case 4.A2: 
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Table Case 4.A2  Business Lines of EGCO Group 
 

EGCO Group: Main Core 
Business 

Subsidiary Companies 

 
1. Independent Power  
    Producer (“IPP”) Group: 

1. Rayong Electricity Generating Co., Ltd.,  
2. Khanom Electricity Generating Co., Ltd,  
3. BLCP Power Limited 
4. Gulf Power Generation Co., Ltd.  
    The combined equity MW is 3,528 MW which accounts for 88.92% 
    of EGCO’s total 

2. Small Power Producer  
    (“SPP”) Group: 

1. EGCO Cogeneration Co., Ltd., 
2. Roi-Et Green Co., Ltd.,  
3. Gulf Cogeneration Co., Ltd.,  
4. Nong Khae Cogeneration Co., Ltd.,  
5. Samutprakarn Cogeneration Co., Ltd.,  
6. Gulf Yala Green Co., Ltd.  
The combined capacity is 293.1 equity MW  
( 7.39% of EGCO’s total operating asset capacity.) 

3. Overseas Power Producer  
    Group: 

1. Western Mindanao Power Corporation,  
2. Southern Philippines Power Corporation,  
3. Quezon Power (Philippines) and 
4. Nam Theun 2 Power Co., Ltd. (NTPC)  
    The combined equity MW (excluding NTPC of which the project is  
    under construction) is 146.5 MW representing 3.69% of EGCO’s  
    total operating asset capacity. 

4.Other Business Group:  1.ESCO, EGCO Engineering & Service Co., Ltd. (ESCO)  
2. Egcom Tara Co., Ltd. (ET). 
3. Eastern Water Resources Development and Management Public   
    Company Limited 

              

4.2 EGCO’ s Milestones 
 

At  present,  ECGO  has  been  in  the power  generating  business  for  over  17 

years.  In  order  to  understand  clearly how  EGCO  operates,  the  following  brief 

chronological events that shaped the company are shown in Table Case 4.A3. 

 

Table Case 4.A3  EGCO’ Events that shaped the 1992-to-date 

 

Year Chronological Significant Events 
1992 The Electricity Generating Public Company Limited or EGCO is the first 

independent power producer in Thailand. EGCO was incorporated on May 12, 1992 
by Electricity Generating Authority of Thailand (EGAT) which marked the 
commencement of the Thai government’s privatization initiatives to allow broader 
private sector investment in the power sector. 

1994-5 EGCO was transformed into a public company on March 23, 1994 and was listed on 
the Stock Exchange of Thailand (SET) on January 16, 1995. 
EGCO Engineering & Service Company Limited (ESCO) was established on 
September 8, 1995 to provide operation services, maintenance services, engineering 
and construction for power plants, petrochemical plants, oil refineries and other 
industries including companies within the EGCO group itself. 
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 Table Case 4.A3  (Continued) 
  

Year Chronological Significant Events 
1996 EGCO acquired 10% of PMI International Company Limited (PMI) which provided 

training and education in support of energy saving management and developing 
management skills in the electric power industry. 

1997 Amata Power-ESCO Service Company Limited (AMESCO) was established on 
February 28, 1997, 50% owned by ESCO and another 50% by Amata Power 
Company Limited. AMESCO provides operation and maintenance services to 
Amata-EGCO Power (AEP)  and Amata Power (Bang Pakong) (APB) plants. 

1998 Amata-EGCO Power Station started to distribute electricity to industrial customers 
in September 1998 along with 21 years of power purchase agreement of 90 
megawatts with EGAT. 

1999 Egcom Tara Company Limited (ET) was established on April 23, 1999 with 
registered capital of Baht 345 million to generate and sell piped water to Provincial 
Waterworks Authority (PWA) in Ratchaburi and Samut Songkhram province under 
the 30-year agreement. 

2000 EGCO acquired a 50% stake in GEC to invest in an existing 110 megawatts steam 
gas-fired power plant (SPP), 85% of its total capacity is sold to Electricity 
Generating Authority of Thailand (EGAT) under SPP contract,and a 734 megawatts 
coal-fired power plant (IPP) under 25-year PPA with EGAT. 

2001 EGCO signed the Shareholder Agreement with the investment group to establish the 
Nam Theun 2 Power Company Limited to develop Nam Theun 2 Hydroelectric 
Project in Laos which has total capacity 1,060 megawatts, 980 and 80 megawatts of 
which will be sold to the Electricity Generating Authority of Thailand (EGAT) and 
Electricite du Laos (EDL), respectively. 

2002 EGCO inked the Memorandum of Understanding (MoU) with the Ministry of 
Industry, Mines and Energy of the Cambodia for the progress of High Voltage 
Transmission System Project for receiving electrical power from Thailand to 
Cambodia. 

2003 Roi-Et Green Company Limited (Roi-Et Green), the joint venture company 
between EGCO, EPDC, and Sommai Rice Mill Partnership, started commercial 
operation on May 29, 2003 and generated a total of 34.33 million kwh throughout 
the year, with the consumption of 54,044.47 tons of rice husk. 

2004 EGCO signed MoU on the cooperation in power plant operation and maintenance 
services between the Electricity Generating Authority of Thailand (EGAT) and 
EGCO Engineering and Service Co., Ltd. (ESCO) on July 28, 2004 

2005 The Board of Directors has established the corporate governance policy, in 
consistent with the  ็Best Practices for Directors of Listed Company  and the  ็

Principles of Good Corporate Governance issued by the Stock Exchange of 
Thailand (SET). 

2006 Mar’06 - EGCO officially opened ‘Roi Et Green Power Plant’ as a model biomass 
power plant, an alternative for environmental conservation. 
June’06 - Rayong Electricity Generating Company Limited (REGCO) signed a long 
term Service Agreement for power plant maintenance with EGCO Engineering & 
Service Company Limited (ESCO). Both companies are subsidiaries of the 
Electricity Generating Public Company Limited (EGCO).  Esco has been entrusted 
by REGCO of the power plant maintenance since 1995 and the upcoming contract 
has extended the relationship from 2007 until 2014.  This 8-year contract has a 
value of 167.7 million baht 
Dec’06 - EGCO and Gamuda Bhd., a Malaysian construction tycoon, together 
signed a Tariff Memorandum of Understanding with Electricity Generating 
Authority of Thailand (EGAT) for the Nam Theun 1 hydroelectric power project  

2007 EGCO Group signed a memorandum of cooperation (MOC) with PTT Utility, a 
subsidiary of PTT PLC, agreeing to follow government policy on environmental 
management in the area around Maptaput district, Rayong province. EGCO and PTT  
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 Table Case 4.A3  (Continued) 
 
  
Year  Chronological Significant Events 
   Utility planned to invest more than 100 million baht in the environmental quality 

improvement scheme in reducing the emission of nitrogen oxide. This cooperation is 
considered the first of its kind in the private sector in following government policy. 

2008  Gulf Power Generation’s project (Kaeng Khoi 2), with the capacity of 755 MW, 
started the pre-commercial operation. Commercial operation started on March 1, 
2008.  

On November 
29, 2008. 

EGCO International (BVI) Co., Ltd., (“EGCO BVI”) EGCO’s wholly owned 
subsidiary, acquired 90% ownership of GPI Quezon Ltd. shares.  
This acquisition was in line with EGCO’s business plan to invest in power 
businesses in the ASEAN region. The acquisition strengthened EGCO’s presence in 
the Republic of the Philippines which should provide opportunities for future 
growth. 

April 16, 2009 EGCO International (BVI) Co., Ltd. (“EGCO BVI”), EGCO Group’s wholly owned 
subsidiary, has successfully closed the deal to acquire the 100% shares of GPI 
Quezon Ltd (“GPIQ”) providing a 26% indirect ownership in Quezon Power 
(Philippines) Limited Co., (“QPL”). QPL operates and maintains a 460 MW coal-
fired power project in the Philippines. As a result, EGCO Group’s MW equity in 
QPL would increase from 107.64 MW to 119.6 MW. In addition, EGCO group 
owns a 13.72% stake in Northern Mindanao Power Corporation. (NMPC). This 
marks the strategic step to expand its presence in the region.  

June 15, 2009 Khanom Power Plant together with Nakhon Si Thammarat Community developed 
the artificial coral reefs under Khanom Sea for the 3rd New Home for undersea 
Livings Project 

August 4, 2009 EGCO announced the success of newly issued shares transaction in the Natural 
Energy Development Co., Ltd. or ‘NED’, a developer of the renewable projects. 
NED currently signs Power Purchase Agreements with the Provincial Electricity 
Authority for wind energy and solar energy projects. 
This investment is in line with EGCO’s business plan to invest in renewable energy 
which will foster growth and provide portfolio diversity and long-term value 
prospects. In addition, it will help promote fuel diversification in line with the 
government’s policy for clean and sustainable energy development.  

Sept, 2009 EGCO Engineering and Service Company Limited or ESCO, a subsidiary of EGCO 
Group and Electricity Generating Authority of Thailand or EGAT singed MOU for 
business cooperation on Administration Services and Facilities Management. ESGO 
and EGAT have cooperated to provide operation and maintenance as well as 
training services for power plants domestically and overseas since 1998. 

 
 

4.3 Ownership of EGCO Group 

 

EGCO  group  is  a  listed  company  on  the  Stock  Exchange  of  Thailand.  The 

major  shareholders  are  Electricity  Generating  Authority  of  Thailand  (EGAT)  with 

share  of  25.41  %,  OneEnergy  Thailand  Ltd (22.42  %  share),  and  private  individual 

investors (both Thais and foreigners). The shareholding structure is as follows:  
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Table Case 4.A4  EGCO’ ownership (only major shareholders given), as of 31 March 2009 
 

Rank Major shareholders # Shares 

(S )

% Shares

1 Electricity Generating Authority of Thailand 133,773,662 25.41%

2 OneEnergy Thailand Limited 118,023,606 22.42%

3 Thai NVDR Company Limited 46,775,788 8.88%

4 CHASE NOMINEES LIMITED 1 17,385,200 3.30%

5 LITTLEDOWN NOMINEES LIMITED 17,034,422 3.24%

6 Bangkok Life Assurance Company Limited 10,019,300 1.90%

7 STATE STREET BANK AND TRUST COMPANY FOR 

LONDON

9,619,000 1.83%

8 CLP SEA Energy Limited 7,050,472 1.34%

9 STATE STREET BANK AND TRUST COMPANY FOR 

AUSTRALIA

6,446,600 1.22%

10 CHASE NOMINEES LIMITED 73 6,377,200 1.21%

11 Social Security Office (2 cases) 4,994,900 0.95%

12 AMERICAN INTERNATIONAL ASSURANCE COMPANY, 

LIMITED-APEX

4,832,300 0.92%

13 AMERICAN INTERNATIONAL ASSURANCE COMPANY, 

LIMITED-TIGER

3,966,100 0.75%

14 HSBC (SINGAPORE) NOMINEES PTE LTD 3,819,397 0.73%

15 RBC DEXIA INVESTOR SERVICES BANK S.A. 3,498,145 0.66%

16 THE BANK OF NEW YORK (NOMINEES) LIMITED 3,385,910 0.64% 

Note:  Small case = Thai investors, big case = foreign investors 
Source:  SETSMART and SET, 2009. 
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Table Case 4.A5  Executive’s Respondent Profile Survey  

 

Attributes of Respondents Percent min. max. Means Standard 

Deviation
Missing

Gender
male 60.0

Education                  1

bachelor degree .0

master degree 60.0

doctorate degree 40.0

Working Experience* 7 15 11.2      3.06            

Less than 10 yrs 50.0

16 - 20 yrs 50.0

Total Working Experience* 9 27 18.5      6.16            

Less than 10 yrs 16.7

11 - 15 yrs 16.7

16 - 20 yrs 33.3

21 - 25 yrs 16.7

over 26 yrs 16.7

Tenure Level  in the position* 5 5 5.0        -              5               
Less than 1 yr .0

2 - 5  yrs 100.0

6 - 10 yrs .0

Over 16 yrs .0  

 

Note:  n=6; * Minimum, Maximum, Mean, and SD based on raw data before recode levels
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Table Case 4.A6  Managerial Perceptions of Environmental Uncertainty 

 

Mean

 Standard 

Deviation Mean

 Standard 

Deviation 

The demand of existing product (1a) 1.33           0.82           1.63          0.60           

Demand for new product (1b) 2.33         1.21         2.52         1.11           

Demand for  oil/petroleum/energy product is (1c) 1.50         0.84         1.94         0.78           

Overall Mean 1.72         0.80         2.03         0.64           

Govt changes in pricing policy (2a) 2.17         0.98         
           2.84            1.12

Govt changes in laws or product standard, quality (2b) 1.50         0.55         
           2.38            0.99

Govt changes in Financial practices policy (2c) 2.00         1.10         
           2.60            1.02

Govt changes in labor laws (2d) 1.83         0.41         
           2.46            0.86

Govt changes in laws affecting Mktg,sales, Distribution (2e) 2.67         1.21         
           2.65            0.99

Govt changes in taxation collection (excise tax, subsidy) (2f) 2.00           0.63           
           2.84            1.11

Overall Mean 2.03           0.70           2.63          0.78           

Supplier, the price changes (3a) 3.17         1.47         3.08         1.20           

Supplier, quality changes (3b) 1.50           0.55           2.03          0.80           

Suppliers, design (energy product) changes (3c) 2.33           1.03           2.10          0.87           

Supplier, introduce the new raw materials, components (3d) 2.67         1.21         2.22         0.92           

Overall Mean 2.42           0.80           2.36          0.70           

Competitor's actions: price changes (4a) 2.83           1.17           2.35          0.99           

Competitor's actions: quality changes (4b) 3.33           0.82           2.27          0.95           

Competitor's actions: product design changes (4c) 2.67           1.21           2.33          0.84           

Competitor's actions: new products (4d) 3.17           0.98           2.38          0.94           

Overall Mean 3.00           0.91           2.33          0.78           

Financial/capital market, interest changes (5a) 3.00           0.89           2.51          0.82           

Fin/cap market, financial instruments available (5b) 2.50           0.84           2.44          0.80           

Fin/cap market, risks management (5c) 3.17           0.98           2.63          0.97           

Overall Mean 2.89           0.72           2.53          0.71           

SET, changes in mgnt control practices (6a) 2.50           0.84           2.46          0.91           

SET, changes in reporting conditions (6b) 2.17           0.41           2.30          0.87           

SET, changes in Corporate Governance procedures (6c) 2.33           0.52           2.33          1.00           

Overall Mean 2.33           0.52           2.37          0.88           

Technology, changes in your production techniques (7a) 2.17         0.41         1.92         0.70           

Technology, changes in work related with new IT support (7b) 2.50         0.55         2.19         0.78           

Overall Mean 2.33         0.41         2.06         0.65           

Natural resources scarcity, changes in  reserve (8a) 2.50         0.55         2.19         0.82           

Overall Mean 2.50         0.55         2.19         0.82           

Aggregate mean all items
2.40           0.33           

2.30                     0.44

n =                 6               64

Cronbach's Alpha .7809        0.8790

Questionnaire Item

EGCO All energy industry

 
 

  Source:  Survey Executives of EGCO, 2009. 
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Table Case 4.A7  Executive Respondents’ Attitudes towards Strategic Leadership  

 

No. 1 2 3 4 5 Mean SD

1 Our strategy emphasizes on exploiting 

opportunities 

-       16.7       33.3       50.0 - 3.33        0.82          

2 Our strategy emphasizes on maximizing profits  -       16.7       50.0       33.3 - 3.17        0.75          

3 We believe innovation is more important than 

high profitability

- -       66.7 -       33.3 3.33        0.52          

4 Our strategy emphasizes on diversification to 

internationals 

- -       16.7       83.3 - 3.83        0.41          

5 Our strategy reflects high level of flexibility in 

managing risks, political situation 

-       33.3       33.3       16.7       16.7 3.17        1.17          

6 Our strategy reflects high level of flexibility in 

managing risks, economic situation 

-       16.7       16.7       66.7 - 3.50        0.84          

7 Our strategy reflects high level of flexibility in 

managing risks, financial situation 

-       16.7       33.3       50.0 - 3.33        0.82          

8 Top executives are like to take big financial risks  -       83.3 -       16.7 - 2.33        0.82          

9 Top executives believe that high   risk, high return  -       83.3 -       16.7 - 2.33        0.82          

10 Top executives are like to "pay safe"       16.7 - -       83.3 - 3.50        1.22          

11 Top executives encourage the development of 

innovation, marketing strategy 

      16.7       33.3 -       33.3       16.7 3.50        1.55          

12 Top executives are like to implement certain plan -       50.0 -       50.0 - 3.00        1.10          

13 Top executives have articulated a clear 

vision/mission 

-       16.7       33.3       50.0 - 3.33        0.82          

14 We are never first -to-market with new 

products/services

      66.7       16.7       16.7 - - 1.67        1.21          

15 We are always a late entrant in establishing the 

new market

      50.0       33.3 - -       16.7 2.83        1.17          

16 We never enter, stable markets       16.7       33.3       33.3       16.7 - 2.50        1.05          

17 Our firm is at the cutting-edge of technological 

innovation 

      33.3       16.7       50.0 - - 2.17        0.98          

18 We have a continuing overriding concern for 

lowering cost per unit 

      33.3 -       33.3       33.3 2.67        1.37          

19 This organization is a flexible and continually 

adapting to change 

- -       83.3       16.7 - 3.17        0.41          

20 This organization is always moving towards ways 

of doing things 

- -       33.3       66.7 - 3.67        0.52          

21 Our strategy emphasizes in HR rather than 

anything else 

-       66.7       16.7       16.7 - 2.50        0.84          

22 People here are encouraged to take a long term 

view of their career with the firm 

- -       66.7 -       33.3 3.67        1.03          

23 Our firm's structure, systems are well design for 

competition

-       16.7       50.0       33.3 - 3.17        0.75          

24 As a member of SET, if shareholders are happy, 

nothing else matters 

      50.0 -       16.7       16.7       16.7 2.50        1.76          

25 If the survival of a business enterprise is at stake, 

then ignore CSR 

      50.0 -       33.3       16.7 - 2.17        1.33          

26 The most important  is making profit, even it 

means breaching the rules 

      33.3       16.7       33.3       16.7 - 2.33        1.21          

27 Efficiency is much more important to our 

company than ethics, or CSR 

      50.0       16.7       16.7 -       16.7 2.17        1.60          

Executives' Attitudes (%)

Statements
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Table Case 4.A8  Employee Respondent’s Profiles 
 

Attributes of Respondents Percent min. max. Means

Standard 

Deviation Missing

Gender

Female 60.0          

Age

25-34 26.7
35-44 73.3

Education

below bachelor degree

bachelor degree 46.7

master or above 53.3

Working experience in this organization

less than 1 yr

2 - 5 yrs 23.3

6 - 10 yrs 36.7

Over 10 yrs 40.0

Total working experience*
4 21 12.38 3.96 4

Less than 5 yrs 3.8

6 - 10 yrs 34.6

11 - 15 yrs
46.2

16 - 40 yrs 15.4

Working group

executive, director, manager 3.3

production, marketing, sales, 

supply, logistics

23.3

finance, accounting, it, legal, 

procurement, HR

73.3

 

Note:  n=30; * Minimum, Maximum, Mean and SD based on raw data before        
recoding levels 
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Table Case 4.A9  Employee Attitudes towards Strategic Leadership 
 

Reliability

Statement 1 2 3 4 5 Mean SD Cronbch's Alpha

Corporate Policy
0.84081                   

1.1  Your organization has set a clear vision which is communicated  

to employees   

-          3.3          30.0        33.3        33.3       3.97           0.89        

1.2 Your organization has set a clear mission which is communicated   

  to employees

-          3.3          26.7        40.0        30.0       3.97           0.85        

1.3 Your organization has goal and work plan in quality development -          -          23.3        -          -          3.33           0.84        

1.4 Quality development policy has caused some changes in working  

process and increased your responsibility 

-          10.0        23.3        33.3        33.3       2.90           0.99        

1.5 Your organization has managed human resources to aid the  

quality development

-          16.7        33.3        43.3        6.7          2.60           1.00        

1.6 Employees give a good cooperation in the quality development 16.7        10.0        33.3        33.3        6.7          3.03           1.19        

1.7 Your organization has sufficient resources to facilitate the quality   

 development 

-          16.7        13.3        56.7        13.3       3.67           0.92        

1.8 All employee levels have acknowledged the quality development  

and understood their role 

-          3.3          36.7        40.0        20.0       2.77           0.82        

1.9 Your organization has been well structured that supports the  

quality development  

-          10.0        30.0        30.0        30.0       2.80           1.00        

1.10 Top executives are icon of the organization’s success -          16.7        33.3        43.3        6.7          2.40           0.86        

1.11 Top executives are your idol/ role model -          -         10.0        53.3        36.7       2.27           0.64        

1.12 Top executives have acted as committed in accordance with 

organization values and cultures  

-          10.0        30.0        53.3        6.7          2.57           0.77        

1.13  Creating good relationship with customers is employees’   

responsibility

-          6.7          23.3        36.7        33.3       3.97           0.93        

1.14  The organization structure has well facilitated the company 

operation

-          6.7          13.3        53.3        26.7       3.00           0.83        

1.15 The employees have rights in decision making -          13.3        20.0        46.7        20.0       2.73           0.94        

1.16 Information system is efficiently utilized -          6.7          30.0        36.7        26.7       3.83           0.91        

Employee's Attitude (%)

 
 
 

Table Case 4.A10  Employee Attitudes towards the Internal Process 
 

Reliability

Statement 1.0          2.0          3.0          4.0          5.0          Mean SD Cronbch's Alpha

Employees' Effeciency 0.89888                   

2.1  You clearly understand your role and duty -          -          30.0        50.0        20.0       3.90           0.71        

2.2 You can correlate tasks with the organization success -          -          33.3        46.7        20.0       3.87           0.73        

2.3 You understand your line manager expectation  -          6.7          43.3        43.3        6.7          3.43           0.90        

2.4 You can adjust way of working so as to facilitate the assignments   -          6.7          26.7        53.3        13.3       3.67           0.96        

2.5 The organization is open to your initiation that leads to effective 

working 

6.7          3.3          26.7        50.0        13.3       3.60           1.00        

Loyalty to Organization 0.82946                   

3.1 You are proud to tell others that you work with this organization -          -          23.3        40.0        36.7       4.13           0.78        

3.2 You like your current job 6.7          6.7          23.3        36.7        26.7       3.70           1.15        

3.3 You are confident in your organization’s prospect 6.7          16.7        36.7        33.3        6.7          3.17           1.02        

3.4 Right now, you’re thinking to change your current work -          6.7          10.0        26.7        56.7       4.33           0.92        

Employee's Attitude (%)

 
 

   Note:  N= 30 
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   Table Case 4.A11 Customer Respondent’s Profile Survey 

 

Attributes of Respondents Percent min. max. Means

Standard 

Deviation Missing

Gender

male 50.0

Age* 24 51 40.3 8.68               
Less than 29 yrs old 10.0
30 - 39 yrs old 10.0
40 - 49 yrs old 80.0
over 50 yrs old

Education
below  bachelor degree 20.0

bachelor degree 40.0

master or above 40.0

Working Experience

2-5 years 10.0
6-10 years 10.0
over 10 years 80.0
Total Working Experience* 2 29 16.8 8.32             

Less than 10 yrs 20.0

11 - 15 yrs 30.0

16 - 20 yrs 10.0

Over 21 yrs 40.0

Working Group
executive, manager 10.0

production, marketing, sales 30.0

procurement/purchasing 40.0

others (Engineer, Power Purchase) 20.0

Note: N= 10; * min, max. means, and SD are before recoding level  
 

Note:  N= 10
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Table Case 4.A12  Customer Satisfaction Survey 
 
 

Statements

No. 1 2 3 4 5 Mean SD

The Product/Service
1a The Provider brand name was reliable - - - 80.0      20.0      4.2          0.42      

1b The Provider’s product/service quality was high 

standard

- - 30.0      30.0      40.0      4.1          0.88      

1c The Provider’s corporate image was well-recognized - - - 50.0      50.0      4.5          0.53      

Personnel Staff/ Service

2a The  Provider’s staff was courteous and respectful      

with a good manner with my firm request 

- - - 60.0      40.0      4.4          0.52      

2b The Provider’s staff were cheerful and smiling - - - 70.0      30.0      4.3          0.48      

2c When my company had a complaint, it was handled 

effectively

- - 20.0      40.0      40.0      4.2          0.79      

2d The Provider explained clearly to you what  they were 

doing and why

- - 30.0      30.0      40.0      4.1          0.88      

2e My firm’s confident in the Provider’s ability or 

competence

- - 10.0      70.0      20.0      4.1          0.57      

2f Overall, the product/service Provider did their jobs 

very well

- - 20.0      40.0      40.0      4.2          0.79      

Process and Facilities

3a The facilities were state-of-the-art, in the world class 

standard

- - 40.0      60.0      - 3.6          0.52      

3b The Provider did not inform my company  about the 

outcomes of  procedures.

10.0      40.0      50.0      - - 2.4          0.70      

3c The Provider provided time-efficient benefit to my 

company  in all process.

- - 30.0      50.0      20.0      3.9          0.74      

3d Overall, my company was given all the information 

when  needed.

- - - 70.0      30.0      4.3          0.48      

3e Overall, the process and facilities of Provider was very 

good.

- - 30.0      40.0      30.0      4.0          0.82      

Overall Evaluation

4a My firm always sees new ideas of providing        

product/service from the Provider.

- - - 50.0      50.0      3.5          0.53      

4b My firm is likely to say positive things about this       

Company Provider.

- - 10.0      70.0      20.0      4.1          0.57      

4c My firm is willing to recommend this  product/service   

Provider to other company who seeks advice

- - 30.0      40.0      30.0      4.0          0.82      

4d My firm considers this product/service Provider the 

first  choice from which to obtain service for the next 

ti

- - 30.0      60.0      10.0      3.8          0.63      

4e Overall, the company Provider performance was 

satisfactorily

- - 20.0      50.0      30.0      4.1          0.74      

n=10; recode 3b

Executives' Attitudes (%)

 
 
 
 
 
 
 
 
 

 

 

 
   

  Note:  N=10 

             Cronbach's Alpha =0.9462 
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Table  Case 4.A13  Employee Attitude towards Learning and Growth 
 

Statement 1.0          2.0          3.0          4.0          5.0          Mean SD Cronbch's Alpha

Training & Development 0.87076                   

4.1 You get enough trainings in you job -          13.3        30.0        36.7        20.0       3.63           0.96        

4.2 In the past year, you had opportunity to learn and develop yourself -          16.7        20.0        43.3        20.0       3.67           0.99        

4.3 You feel your job is challenging which has supported your 

learning 

6.7          16.7        40.0        30.0        6.7          3.13           1.01        

4.4 In the past year, you got learning from job issues and had chance 

to work with the team to solve the problem

6.7          3.3          33.3        50.0        6.7          3.47           0.94        

Career Development 0.80838                   

5.1 Your current job has potentially driven you to grow in career path 

more than others jobs 

-          16.7        40.0        36.7        6.7          2.33           0.84        

5.2 Your organization has encouraged the employees to develop their 

knowledge in different ways.

6.7          3.3          46.7        36.7        6.7          3.33           0.92        

5.3 You feel that there is less opportunity to get promoted -          36.7        6.7          46.7        10.0       2.30           1.09        

5.4 You feel secured in your job -          6.7          30.0        43.3        20.0       3.77           0.86        

5.5 You have opportunity to present outstanding job from the current 

role

-          13.3        30.0        40.0        16.7       2.60           0.93        

5.6 Your line manager has always supported your initiation and been 

in charge of your performance appraisal 

6.7          13.3        26.7        46.7        6.7         3.33           1.03        

 

 

  Table Case 4.A14  Employee Attitudes towards Learning and Growth 
 

Reliability

Statement 1.0          2.0          3.0          4.0          5.0          Mean SD Cronbch's Alpha

Satisfaction

6.1 You are proud of your current responsibility  6.7          6.7          23.3        50.0        13.3       3.57           1.04        0.79379                   

6.2 You want to continually stay on this position without boring 20.0        10.0        36.7        26.7        6.7          2.90           1.21        

6.3 You feel satisfied with the current job 13.3        3.3          26.7        53.3        3.3          3.30           1.09        

6.4 Your department has always put the right job on the right person 

based on competency and skill  

-          3.3          40.0        50.0        6.7          3.60           0.67        

6.5 Your current job fits with your skill and knowledge -          -          36.7        43.3        20.0       3.83           0.75        

6.6 Your organization is less likely to have office politics  -          30.0        36.7        13.3        20.0       2.23           1.10        

Corporate Social Responsibility 0.87708                   

7.1 Your organization has behaved in a socially responsible way -          -          10.0        50.0        40.0       4.30           0.65        

7.2 Your organization has a useful role in society -          -          16.7        43.3        40.0       4.23           0.73        

7.3 Your organization has supported local communities -          -          10.0        60.0        30.0       4.20           0.61        

7.4 Your organization has supported projects that benefits the society -          -          10.0        50.0        40.0       4.30           0.65        

7.5 Your organization has products/services that are priced worth to 

quality

-          3.3          13.3        50.0        33.3       4.13           0.78        

Overall Performance

8.0 Overall, how do you agree with the organization’s operation -          10.0        53.3        30.0        6.7          3.33           0.76        0.95538                   

Employee's Attitude (%)
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CASE STUDY No.5 

POWER GENERATING (ELECTRICITY) 

 

5.1  BANPU Milestones 

 

BANPU has been in the energy of coal mining and power generation for over 

26  years.  In  order  to  understand  clearly  how  BANPU  operates  and  thrives,  the 

following  chronological  events  that  shaped  the  company  are  briefly  addressed  in 

Table Case 5.A1 

 

Table Case 5.A1  Events That Shaped BANPU 

 

Year  Chronological Significant Events 

1983 • BANPU Coal Company Limited was founded by the Vongkusolkit family and the 
Auapinyakul family with a registered capital of THB 25 million. 

1989 • Listed on the Stock Exchange of Thailand 
1990 • Mineral Resources Development Company Limited was established to operate a kaolin 

mine in Ranong Province. 
1991 • The Company started its coal business in Indonesia by establishing a new company - 

BANPU International Company Limited - to explore and develop coal resources on the 
Sumatra Island in Indonesia. 

  
• Chiang Muan Mine Company Limited was founded as a joint venture by the Company 
and Ban-Sa Mining Company Limited to develop a coal mine in Phayao Province. 

1992 • The Company signed an agreement with Electricity Generating Authority of Thailand 
(EGAT) to excavate more than 400 million cubic meters of overburden and coal at the 
Mae Moh mine in Lampang Province over a 10-year period.  

1993 • The Company and Nordic Power Invest AB established Thai-cogeneration Company 
Limited as a joint venture company to produce steam, clarified water and demineralized 
water. 

  • The Company and Nordic Power Invest AB established The Cogeneration Company 
Limited or COCO as a joint venture company. COCO, a company under the Small 
Power Producer (SPP) Scheme of EGAT, was initiated to provide electrical power, 
steam, clarified water and demineralized water to the Map Ta Phut Industrial Estate in 
Rayong Province - one of Thailand's most important industrial areas. 

  • The Company has changed its status to Public Company Limited and increased its 
registered capital to THB 1,000 million. 

1995 • Tri Energy Company Limited or TECO was formed as a joint venture by the Company, 
Texaco Inc. and Black & Veatch to bid for a power plant under the Independent Power 
Producer (IPP) Scheme of EGAT. 

  • BLCP Power Limited was formed as a joint venture by the Company, PowerGen Public 
Company Limited and CRA Energy Limited, to bid for the right to operate a power 
plant under Independent Power Producer (IPP) Scheme of EGAT.  

 
  • Yenbai BANPU YBB Company Limited (YBB) was established as a joint venture between 

the Company and Yen Bai Mineral Company Limited under Yen Bai People's Committee 
(Vietnam). YBB operates a YBB mine located in Yen Bai Province, S.R. of Vietnam. 
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 Table Case 5.A1  (Continued) 

  

Year  Chronological Significant Events 

1996 • The Company signed an agreement with the Port Authority of Thailand to lease and 
operate the A-5 area in Laem Chabang Port. 

  • The Company and ECC Overseas Development Company Limited - a leading ball clay 
producer in England, founded MRD-ECC Company Limited. MRD-ECC has large 
reserves of Maetan ball clay in Lampang Province of Northern Thailand. 

  • TECO was selected by EGAT to build, own and operate a 700 MW gas turbine 
combined cycle power plant under the IPP Scheme. 

  • The Company invested in PT. Jorong Barutama Greston by purchasing 95% of its 
registered capital. 

1997 • TECO signed a Power Purchase Agreement (PPA) with EGAT and started the 
construction of its power plant.  

  • BLCP was selected by EGAT to build, own and operate a 1,400 MW coal-fired power 
plant under Independent Power Producer (IPP) Scheme of EGAT. The Power Purchase 
Agreement with EGAT was made. 

 • The A-5 Laem Chabang sea port was opened for initial service, handling general cargo. 
1998 • Universal Coal Company Limited was renamed 'BANPU Terminal Company Limited'. 
  • Mampun Pandan mine in Sumatra, Indonesia, received mining concession from the 

Indonesian government. 
  • The Company started the operation at Jorong mine in Indonesia with an annual 

production capacity of 3 million tons. 
  • TECO welcomed new shareholder and changed its shareholding structure, resulting in 

BANPU Public Company Limited holding 37.5%, Texaco Inc. holding 37.5% and 
Edison Mission Energy, the new shareholder, holding 25%. 

  • BLCP Power Limited changed its shareholding structure, resulting in BANPU Public 
Company Limited holding 35%, PowerGen Holding B.V. holding 35% and Loxley 
Energy Company Limited holding 30%. 

1999 • The Company raised THB 600 million by issuing and offering 600,000 debentures to 
shareholders at THB 1,000 each.  

  • The Company increased its registered capital from THB 1,218 million to THB 3,540 
million. 

2000 • The Company acquired 30% stake of the registered capital in Amata Power (Bien Hoa) 
Limited, a power production company located in an industrial estate in the South of 
Vietnam. 

  • TECO Limited completed the construction of its power plant in Ratchaburi province, 
and started supplying electricity to EGAT. 

  • Sithe Pacific Holdings Limited fully exercised its right to purchase approximately 
22.07% of the total shares of the Cogeneration Public Company Limited (COCO) from 
the Company under a Call Option Agreement. As a result, the Company's share 
ownership in the Cogeneration Public Company Limited was reduced to approximately 
10.78% of the total shares. 

  • The Company acquired a 12.38% stake in Ratchaburi Electricity Generating Holding 
Public Company Limited (RATCH) via its Initial Public Offering (IPO). 

2001 • The Company sold all of its remaining shares in COCO to Tractebel SA.  
  • The Company, jointly with PT. Centralink Wisesa International, won the bid for 

ownership of 4 mining companies in Indonesia collectively called "Indocoal", which has 
mineable reserves of over 180 million tons of coal. 

  • The Company divested its stake in BANPU Terminal Company Limited, its affiliate 
operating A5 port at Laem Chabang. 

2002 • The Company and its subsidiaries were approved the change of the fiscal year to start 
from January 1, 2002. The Company's fiscal year begins on January 1 and ends on 
December 31 of every year. 
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 Table Case 5.A1  (Continued) 

  

Year  Chronological Significant Events 

  • The consolidation of Indocoal started on March 1, 2002 and the Company became the 
direct shareholder.  

  • The Company signed contracts with Imerys SA to sell its equity investment in the 
kaolin and ball clay businesses in accordance with its policy to unload its non-core 
business and focus on its core businesses of coal and power generation. 

  • The Company increased its stake in RATCH to 14.99%. 
2003 • BLCP Power Limited received the first draw down of the USD 1.1 billion debt 

financing from a consortium of 12 Thai and 5 international financing institutions for the 
construction of BLCP coal-fired 1,434 MW power plant. 

  • The Company divested its 37.5% stake in TECO to RATCH.  
  • The Company obtained a Board seat in RATCH. 
  • The Company started building a production base in China by acquiring a 19% stake in 

Asian American Coal Inc., the only non-Chinese company who has investment in coal 
projects in China. 

  • BP Overseas Development Company Limited (a subsidiary in which the Company 
holds 100% of its total subscribed shares) invested in ordinary shares of Asian 
American Coal Inc. (AACI) at 18.84% of the entire issued and subscribed shares, 
totaling USD 13.44 million. 

2004 • BANPU acquired a 94% stake in PT. Bharinto Ekatama, located on the Southwest of 
Trubaindo coal deposit in East Kalimantan. 

  • BANPU divested its 30% stake or 1.5 million shares in MRD-ECC Company Limited to 
Imerys Ceramics (Thailand) Limited. 

2005 • On March 25, 2006, BANPU Power Vietnam I Company Limited (BPVI), a 100% 
owned subsidiary of the Company, sold all of its shares (30%) in APBH to Electrowatt 
Ekono AG Company Limited. The sale was due to BANPU's strategy of focusing on 
coal mining and coal-fired power. 

  • BANPU China Pte. Ltd., BANPU's 100% subsidiary company signed the joint venture 
contract with Hebi Coal and Electricity Co., Ltd. (HCEC) to set up a joint venture 
company named Hebi Zhong Tai Mining Co., Ltd. to invest and operate coal mining 
business in China. 

  • The Company divested its stake in Yen Bai BANPU Calcium Carbonate Limited (YBB) 
to Imerys Ceramics (Thailand) Limited. 

  • The Company divested its stake in PT. Nusantara Thai Coal (NTC) , the holder of 
mining concession in Mampun Pandan. 

2006 • BANPU Power Limited, a subsidiary of the Company, acquired 100% of Peak Pacific 
Investment Company Limited (PPIC), which was later named BANPU Power 
Investment Co., Ltd. (BPIC). Through the acquisition of PPIC, BANPU obtained 
control of three CHP plants, with the combined power capacity of 248 MW and steam 
capacity of 798 tph. 

  • BP Overseas Development Co., Ltd. (a 100% owned subsidiary of BANPU) invested in 
Asian American Gas Inc. (AAGI) at 20.9% of the total issued shares. AAGI has 
investment in projects focusing on exploration and production of coal-bed methane in 
China.  

  • BANPU Power Limited (a 99.99% owned subsidiary of BANPU) signed the Head of 
Agreement (HOA) with the Government of the Lao People's Democratic Republic for 
the right to do a  feasibility study for the development and investment in 1,878 MW 
mine-mouth power plant and coal mining in Hongsa District, Xayabury Province, Lao 
PDR.  

  • BLCP's 1st Unit commenced its commercial operation. 
2007 • BLCP's 2nd Unit commenced its commercial operation. 

•  
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 Table Case 5.A1  (Continued) 

  

Year  Chronological Significant Events 

  • The Company divested its stake in PT. Barasentosa Lestari, the holder of Barasentosa 
mining concession in Sumatra to PT. Duta Sarana Internusa and Buntardjo Hartadi 
Sutanto.  

 
Year  Chronological Significant Events 

  • BANPU Power Limited (a 99.99% owned subsidiary of BANPU) signed the Joint 
Development Agreement (JDA) with Ratchburi Electricity Generating Holding Public 
Company Limited (RATCH) with the purpose of collaborating on the study and the 
development of the Hongsa project 

  • The Company dissolved Universal Exploration Co., Ltd. (UNEX) (a 99.99% owned 
subsidiary of BANPU). UNEX has no business relating to the energy sector and has not 
been operating the business for several years. 

  • PT. Indo Tambangraya Megah TBK (ITM) (a 99% owned subsidiary of BANPU), was 
listed on the Indonesia Stock Exchange (ISX), resulting in BANPU holding 73.72% 
shares in ITM. 

  • BANPU Power Limited and RATCH as the developer of the Hongsa project entered 
into the Memorandum of Understanding with EGAT, specifying the key terms and 
conditions for the preparation and development of the Power Purchase Agreement.  

2008 • The Company divested its stake in Asian American Gas, Inc. (AAGI), (which has 
invested in 2 coal-bed methane exploration and production projects in the People 
Republic of China), to China CBM Investment Holdings Limited. 

  • The Company via its wholly owned subsidiary BP Overseas Development Company 
Limited signed the Share Purchase Agreement to acquire an additional 78.40% 
shareholding in ACCI, resulting in a 100% share owned in AACI by BANPU. 

2009 • BANPU Power Limited (a 99% owned subsidiary of BANPU) entered into the 
Shareholders Agreement with RATCH and Lao Holding State Enterprise (LHSE), a 
state owned enterprise of Lao PDR, to jointly establish Hongsa Power Company 
Limited (HPC) and Phu Fai Mining Company Limited (PFMC) in order to implement 
and operate Hongsa Project in Hongsa District, Xayabury Province of Lao PDR. 

 • The Company dissolved BANPU China Pte. Ltd. (“BANPU China”) (a 100% owned 
subsidiary of BANPU and registered in Singapore). BANPU China has no business 
relating to energy sector and has not been operated the business for several years. 

 • BANPU Minerals Co., Ltd. (a 99.99%-owned subsidiary of BANPU) established 
BANPU Australia Co. Pty Ltd, a new subsidiary which registered under the laws of 
Australia, to invest in coal mining and power business, including exploration, obtaining 
concessions, mining contractor and operating power plant, as well as coal and power 
trading in Australia. 

 

Since  1989,  BANPU  has  been  officially  registered  in  the  Stock  Exchange  of 

Thailand.  At  present,  with the  current  shareholders,  BANPU  still  operates  under  the 

pioneer  of  investors,  such  as  Vongkusolkit  family,    Thai  NVDR  and  international 

banking groups as shown in Table Case 5.A2.   
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5.2  BANPU’ Ownership 

 

Table Case 5.A2  BANPU’s ownership (only major shareholders given), as of 16April 2009 
 
 

RankMajor shareholders

# Shares 

(Shares) Percent
1 Thai NVDR 26,036,740 9.58%
2 STATE STREET BANK AND TRUST COMPANY 17,551,160 6.46%
3 LITTLEDOWN NOMINEES LIMITED 9 13,429,800 4.94%
4 Mitr Phol Group (sugar) 8,053,808 2.96%
5 STATE STREET BANK AND TRUST COMPANY FOR 

LONDON

7,273,559 2.68%

6 TME Capital Co., Ltd. 6,101,600 2.25%
7 CHASE NOMINEES LIMITED 6,056,900 2.23%
8 Isara Vongkusollit 5,867,944 2.16%
9 HSBC (SINGAPORE) NOMINEES PTE LTD 5,225,516 1.92%
10 Vitoon Vongkusolkit 3,590,911 1.32%
11 GOVERNMENT OF SINGAPORE INVESTMENT 

CORPORATION C

3,525,400 1.30%

12 FORTIS GLOBAL CUSTODY SERVICES N.V. 3,500,000 1.29%
13 MELLON BANK,N.A. 3,270,300 1.20%
14 SCB, Long Term Equity Fund : LTF 70/30 2,964,900 1.09%
15 Social Security Office 2,905,700 1.07%
16 Kamol Vongkusolkit 2,857,680 1.05%

Note: small alphabet = Thai investors, Big alphabet = foreign investors

Sources: SETMART, 2009  

Note:  Small case = Thai investors, big case = foreign investors 

Source:  SETMART, 2009 
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Table Case 5.A3  Executive’s Respondent Profile Survey 

 

Attributes of Respondents Percent min. max. Means Standard 

Deviation Missing

Gender

male 50.0 1.50 .548

Education 3.00 .632

bachelor degree 16.7

master degree 66.7

doctorate degree 16.7

Working Experience* 1 19 10.50 8.044

Less than 10 yrs 50.0

16 - 20 yrs 50.0

Total Working Experience* 11 19 15.67 3.559

11 - 15 yrs 50.0
16 - 20 yrs 50.0

Tenure Level  in the position 1 19 15.67 3.559

Less than 1 yr 16.7

2 - 5  yrs 33.3

6 - 10 yrs 16.7

Over 16 yrs 33.3

Note: n=6; * Minimum, Maximum, Mean, and SD based on raw data before recode levels  
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Table Case 5.A4  Managerial Perceptions of Environmental Uncertainty of BANPU 

 

Questionnaire Item Mean  Standard Deviation Mean

 Standard 

Deviation 

Customers
Their demand for existing products is 1.33    0.52                         1.63              0.60              

Demand for new products is 2.00    0.63                         2.52              1.11              

Demand for (oil/petroleum/ chemical/electricity-energy) product is 2.67    0.52                         1.94              0.78              

Overall Mean 2.00    0.30                         2.02              0.64              

Government regulatory agencies:

Changes in laws or agency policies on pricing are 2.67    1.03                         2.84              1.12              

Changes in laws or policies on product standards or quality 2.50    1.22                         2.38              0.99              

Changes in laws or policies regarding financial practices 2.67    1.03                         2.60              1.02              

Changes in labor (personnel) laws or policies 2.67    0.82                         2.46              0.86              

Changes in laws or policies affecting marketing and sales and 

distribution methods
2.67    1.03                         2.65              0.99              

Changes in laws or policies on taxation collection (excise tax, 

subsidy) policy/procedures 3.00    0.89                         2.84              1.11              

Overall Mean 2.69    0.81                         2.62              0.78              

Suppliers of your raw materials –petroleum –crude oil, and 

The price changes are 2.67    0.82                         3.08              1.20              

Quality changes 2.17    0.75                         2.03              0.80              

Design (energy product) changes 1.67    0.82                         2.10              0.87              

Introduce the new raw materials, components 1.83    0.98                         2.22              0.92              

Overall Mean 2.08    0.65                         2.36              0.70              

Competitors' actions:

Competitor's actions: price changes 2.00    0.89                         2.35              0.99              

Competitor's actions: quality changes 2.00    0.89                         2.27              0.95              

Competitor's actions: product design changes 2.17    0.98                         2.33              0.84              

Competitor's actions: new products 2.17    0.75                         2.38              0.94              

Overall Mean 2.08    0.85                         2.33              0.78              

The financial/capital market:

Financial/capital market, interest changes 2.83    0.75                         2.51              0.82              

Fin/cap market, financial instruments available 2.50    1.05                         2.44              0.80              

Fin/cap market, risks management 2.50    1.05                         2.63              0.97              

Overall Mean 2.61    0.93                         2.52              0.71              

Stock Exchange of Thailand

SET, changes in mgnt control practices 2.00    0.63                         2.46              0.91              

SET, changes in reporting conditions 2.17    0.41                         2.30              0.87              

SET, changes in Corporate Governance procedures 2.00    0.63                         2.33              1.00              

Overall Mean 2.06    2.36              0.87              

Technology

Technology, changes in your production techniques 2.00    0.63                         1.92              0.70              

Technology, changes in work related with new IT support 2.50    0.55                         2.19              0.78              

Overall Mean 2.25    0.42                         2.05              0.64              

Natural resources scarcity

Changes in reserve or amount of natural resources (oil, coal, raw 

materials, etc)
1.67    0.52                         2.19              0.82              

Overall Mean 1.67    0.52                         2.19              0.81              

Aggregate mean all items
2.18    0.46                         

2.30               0.44              

 n = 6                           64                              64

Cronbach's Alpha 0.9266 0.87900      

BANPU
ALL ENERGY -Item Statistics

 

Source:  Survey Executives of BANPU, 2009. 
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Table Case 5.A5  Executive Respondents’ Attitudes towards Strategic Leadership   

 

  Statements

No. 1 2 3 4 5 Mean SD

1 Our strategy emphasizes on exploiting opportunities - - 33.3 66.7 - 3.67 .516

2 Our strategy emphasizes on maximizing profits - - - 50.0 50.0 4.50 .548

3 We believe innovation is more important than high profitability - - 50.0 33.3 16.7 4.00 .894

4 Our strategy emphasizes on diversification to internationals - 16.7 16.7 16.7 50.0 4.00 1.265

5 Our strategy reflects high level of flexibility in managing risks, political 

situation 
- - 50.0 16.7 33.3 3.83 .983

6 Our strategy reflects high level of flexibility in managing risks, 

economic situation 
- - -     50.0     50.0 4.50 .548

7 Our strategy reflects high level of flexibility in managing risks, financial 

situation 
- - - 33.3 66.7 4.67 .516

8 Top executives are like to take big financial risks 33.3 16.7 33.3 16.7 - 2.33 1.211

9 Top executives believe that high   risk, high return 50.0 16.7 33.3 - - 2.83 .983

10 Top executives are like to "pay safe" - - 50.0 33.3 16.7 3.67 .816

11 Top executives encourage the development of innovation, marketing 

strategy 
- 16.7 16.7 16.7 50.0 4.00 1.265

12 Top executives are like to implement certain plan - 16.7 33.3 50.0 - 3.33 .816

13 Top executives have articulated a clear vision/mission - - - 16.7 83.3 4.83 .408

14 We are never first -to-market with new products/services - 33.3 16.7 50.0 - 3.17 .983

15 We are always a late entrant in establishing the new market 50.0 16.7 33.3 - - 1.83 .983

16 We never enter, stable markets 16.7 16.7 66.7 - - 2.50 .837

17 Our firm is at the cutting-edge of technological innovation - 16.7 66.7 16.7 - 3.00 .632

18 We have a continuing overriding concern for lowering cost per unit - - 66.7 16.7 16.7 3.50 .837

19 This organization is a flexible and continually adapting to change - - 16.7 33.3 50.0 4.33 .816

20 This organization is always moving towards ways of doing things - - 16.7 50.0 33.3 4.17 .753

21 Our strategy emphasizes in HR rather than anything else - 16.7 50.0 16.7 16.7 3.33 1.033

22 People here are encouraged to take a long term view of their career with 

the firm 
- - 66.7 16.7 16.7 3.50 .837

23 Our firm's structure, systems are well design for competition - - 50.0 16.7 33.3 3.83 .983

24 As a member of SET, if shareholders are happy, nothing else matters  16.7 16.7 50.0 .0 16.7 2.83 1.329

25 If the survival of a business enterprise is at stake, then ignore CSR  83.3 - 16.7 - - 1.33 .816

26 The most important  is making profit, even it means breaching the rules  66.7 16.7 16.7 - - 1.50 .837

27 Efficiency is much more important to our company than ethics, or CSR  66.7 16.7 16.7 - - 1.50 .837

Executives' Attitudes (%)
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Table Case 5.A6  Employee Respondents Profiles 

N

Attributes of Respondents Percent min. max. Means Standard 

DeviationMissing

Gender
Male 46.0

Age

25-34 46.0
35-44 40.0
45-54 14.0
over 54 .0

Education

below bachelor degree 10.0

bachelor degree 50.0

master or above 40.0

Working experience in this organization 2

less than 1 yr 4.2
2 - 5 yrs 43.8
6 - 10 yrs 10.4

Over 10 yrs 41.7

Total working experience* 1 26 11.78 6.65 5

Less than 5 yrs 22.2
6 - 10 yrs 28.9
11 - 15 yrs 20.0
16 - 40 yrs 28.9

Working group

production, marketing, sales, supply, 42.0

finance, accounting, it, legal, procurement,  54.0

Others 4.0
Note: n=50; * Minimum,  Maximum, Mean and SD based on raw data before recoding levels  

 

 

 

 
Note:  N=50 
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Table Case 5.A7  Employee Attitudes towards Strategic Leadership 

Reliability

Statement 1 2 3 4 5  Mean SD Cronbch's Alpha

Corporate Policy
0.90927             

1.1       Your organization has set a clear vision which is 

communicated  to employees   

-     -     10.0 46.0 44.0 4.34 0.66

1.2      Your organization has set a clear mission which is 

communicated    to employees

-     -     16.0 42.0 42.0 4.26 0.72

1.3      Your organization has goal and work plan in quality 

development

-     -     12.0 68.0 20.0 4.08 0.57

1.4      Quality development policy has caused some 

changes in working  process and increased your 

-     6.0 22.0 56.0 16.0 3.82 0.77

1.5      Your organization has managed human resources to 

aid the  quality development

8.0 14.0 34.0 40.0 4.0 3.18 1.00

1.6      Employees give a good cooperation in the quality 

development

-     -     40.0 56.0 4.0 3.64 0.56

1.7      Your organization has sufficient resources to 

facilitate the quality   development 

4.0 4.0 34.0 46.0 12.0 3.58 0.91

1.8      All employee levels have acknowledged the quality 

development  and understood their role 

-     6.0 54.0 36.0 4.0 3.38 0.67

1.9      Your organization has been well structured that 

supports the  quality development  

-     6.0 44.0 40.0 10.0 3.54 0.76

1.10    Top executives are icon of the organization’s success -     -     18.0 46.0 36.0 4.18 0.72

1.11    Top executives are your idol/ role model -     -     22.0 42.0 36.0 4.14 0.76

1.12    Top executives have acted as committed in 

accordance with organization values and cultures  

-     -     24.0 42.0 34.0 4.10 0.76

1.13     Creating good relationship with customers is 

employees’   responsibility

-     -     20.0 46.0 34.0 4.14 0.73

1.14     The organization structure has well facilitated the 

company operation

-     8.0 28.0 52.0 12.0 3.68 0.79

1.15    The employees have rights in decision making  -     22.0 32.0 32.0 14.0 3.38 0.99

1.16    Information system is efficiently utilized 2.0 8.0 14.0 52.0 24.0 3.88 0.94

Employee's Attitude (%)
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Table Case 5.A8  Employee Attitudes towards the Internal Process 

 

Reliability

Statement
1 2 3 4 5  Mean SD Cronbch's Alpha

Employees' Effeciency

2.1       You clearly understand your role and duty -     -     22.0 58.0 20.0 3.98 0.65 0.88145             

2.2      You can correlate tasks with the organization success -     -     34.0 54.0 12.0 3.78 0.65

2.3      You understand your line manager expectation   -     12.0 24.0 56.0 8.0 3.60 0.81

2.4      You can adjust way of working so as to facilitate the 

assignments  

-     2.0 30.0 56.0 12.0 3.78 0.68

2.5      The organization is open to your initiation that leads 

to effective working 

-     4.0 22.0 42.0 32.0 4.02 0.84

Loyalty to Organization

3.1      You are proud to tell others that you work with this 

organization

-     -     8.0 50.0 42.0 4.34 0.63 0.76652             

3.2      You like your current job -     8.0 16.0 52.0 24.0 3.92 0.85

3.3      You are confident in your organization’s prospect  -     4.0 4.0 44.0 48.0 4.36 0.75

3.4      Right now, you’re thinking to change your current 

work 

-     8.0 12.0 32.0 48.0 4.20 0.95

Employee's Attitude (%)

 
  

Table Case 5.A9  Customer Respondent’s Profile Survey 

 

Attributes of Respondents Percent min. max. Means

Standard 

Deviation Missing

Gender

male 70.0
Age* 33 51 41.0 6.09             

Less than 29 yrs old .0

30 - 39 yrs old 50.0

40 - 49 yrs old 40.0
over 50 yrs old 10.0

Education

below or bachelor degree

graduate degree 20.0

master or above 80.0

Working Experience

2-5 years .0
6-10 years 10.0
over 10 years 90.0

Total Working Experience* 10 29 15.7 5.89             

Less than 10 yrs 10.0
11 - 15 yrs 60.0
16 - 20 yrs 10.0
Over 21 yrs 20.0

Working Group

executive, manager 10.0

production, marketing, sales 30.0

procurement/purchasing 60.0

others (Engineer, Power Purchase)

Note: N= 10; * min, max. means, and SD are before recoding level  
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Table Case 5.A10  Customer Satisfaction Survey 

 

Statements
No. 1 2 3 4 5 Mean

The Product/Service

1a The Provider brand name was reliable - - 20.0 50.0 30.0 4.1       

1b The Provider’s product/service quality was high 

standard

- - 30.0 50.0 20.0 3.9       

1c The Provider’s corporate image was well-

recognized

- - 10.0 70.0 20.0 4.1       

Personnel Staff/ Service

2a The  Provider’s staff was courteous and respectful  

with a good manner with my firm request 

- - 30.0 50.0 20.0 3.9       

2b The Provider’s staff were cheerful and smiling - - 10.0 70.0 20.0 4.1       

2c When my company had a complaint, it was handled 

effectively

- - 40.0 40.0 20.0 3.8       

2d The Provider explained clearly to you what  they 

were doing and why

- - 20.0 50.0 30.0 4.1       

2e My firm’s confident in the Provider’s ability or 

competence

- - 10.0 70.0 20.0 4.1       

2f Overall, the product/service Provider did their jobs 

very well

- - 10.0 70.0 20.0 4.1       

Process and Facilities

3a The facilities were state-of-the-art, in the world 

class standard

- - 20.0 70.0 10.0 3.9       

3b* The Provider did not inform my company  about 

the outcomes of  procedures.

10.0 40.0 40.0 10.0 - 2.5       

3c The Provider provided time-efficient benefit to my 

company  in all process.

- - 20.0 60.0 20.0 4.0       

3d Overall, my company was given all the information 

when  needed.

- - 10.0 80.0 10.0 4.0       

3e Overall, the process and facilities of Provider was 

very good.

- - 10.0 80.0 10.0 4.0       

Overall Evaluation

4a My firm always sees new ideas of providing        

product/service from the Provider.

10.0 - 40.0 30.0 20.0 3.5       

4b My firm is likely to say positive things about this      

  Company Provider.

- - 20.0 70.0 10.0 3.9       

4c My firm is willing to recommend this  

product/service   Provider to other company who 

seeks advice

- - 10.0 80.0 10.0 4.0       

4d My firm considers this product/service Provider the 

first  choice from which to obtain service for the 

- - 20.0 70.0 10.0 3.9       

4e Overall, the company Provider performance was 

satisfactorily

- - 10.0 80.0 10.0 4.0       

n=10; * recoded 3b for reliability testing

Executives' Attitudes (%)

 

 

 

 

 

Note:  N=10; recoded 3b for reliability testing 

           Cronbach’s alpha =0.9225 
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Table Case 5.A11  Employee Attitudes towards Learning and Growth 

  

Reliability

No. Statement

1 2 3 4 5  Mean SDCronbch's Alpha

Training & Development 0.82921                

4.1      You get enough trainings in you job 4.0 20.0 40.0 32.0 4.0 3.12 0.92

4.2      In the past year, you had opportunity to learn and 

develop yourself

4.0 4.0 44.0 42.0 6.0 3.42 0.84

4.3      You feel your job is challenging which has 

supported your learning 

4.0 8.0 32.0 48.0 8.0 3.48 0.91

4.4      In the past year, you got learning from job issues 

and had chance to work with the team to solve the 

problem

0.0 8.0 20.0 64.0 8.0 3.72 0.73

Career Development 0.84725                

5.1      Your current job has potentially driven you to grow 

in career path more than others jobs 

-     4.0 32.0 48.0 16.0 2.76 0.77

5.2      Your organization has encouraged the employees to 

develop their knowledge in different ways.

-     12.0 32.0 44.0 12.0 3.56 0.86

5.3      You feel that there is less opportunity to get 

promoted 

4.0 54.0 22.0 16.0 4.0 2.62 0.95

5.4      You feel secured in your job 12.0 14.0 36.0 30.0 8.0 3.08 1.12

5.5      You have opportunity to present outstanding job 

from the current role

-     30.0 46.0 22.0 2.0 2.96 0.78

5.6      Your line manager has always supported your 

initiation and been in charge of your performance 

4.0 14.0 46.0 28.0 8.0 3.22 0.93

Employee's Attitude (%)

 
 
 

Note:  N=50 
 

Table Case 5.A12  Employee Attitudes towards Learning and Growth 
 

Reliability

Statement
1 2 3 4 5  Mean SD Cronbch's Alpha

Satisfaction 0.89105             

6.1      You are proud of your current responsibility   -     -     38.0 50.0 12.0 3.74 0.66

6.2      You want to continually stay on this position 

without boring

-     28.0 28.0 32.0 12.0 3.28 1.01

6.3      You feel satisfied with the current job -     20.0 18.0 50.0 12.0 3.54 0.95

6.4      Your department has always put the right job on the 

right person based on competency and skill  

-     20.0 40.0 36.0 4.0 3.24 0.82

6.5      Your current job fits with your skill and knowledge -     6.0 38.0 48.0 8.0 3.58 0.73

6.6      Your organization is less likely to have office 

politics  

8.0 32.0 26.0 22.0 12.0 2.98 1.17

Corporate Social Responsibility 0.87962             

7.1      Your organization has behaved in a socially 

responsible way

-     -     8.0 60.0 32.0 4.24 0.59

7.2      Your organization has a useful role in society -     -     26.0 44.0 30.0 4.04 0.75

7.3      Your organization has supported local communities -     -     16.0 42.0 42.0 4.26 0.72

7.4      Your organization has supported projects that 

benefits the society

-     -     10.0 60.0 30.0 4.20 0.61

7.5      Your organization has products/services that are 

priced worth to quality

-     -     20.0 62.0 18.0 3.98 0.62

Overall Performance 0.96578             

8.0      Overall, how do you agree with the organization’s 

operation 

-     -     20.0 60.0 20.0 4.00 0.64

Employee's Attitude (%)
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CASE STUDY No.6  POWER GENERATING (ELECTRICITY) 

Ratchaburi Electricity Generating Holding PCL. (RATCH) 

 

6.1  RATCH and Subsidiaries 

 

There are five main subsidiaries in which RATCH holds shares of over 50% 

and one joint venture. The details can be summarized in Table Case 6.A1.  

 

Table Case 6.A1  RATCH Holding and Its Subsidiaries 

  

RATCH and 
Subsidiaries 

Nature of Business 

The Ratchaburi 
Power Plant 

Ratchaburi Electricity Generating Company Limited was founded on March 20, 
2000, which  the  Company  holding a 99.99  % stake. At present,  it  is  registered 
with  18,275  million  baht  paid-up  capital.  As  its  main  business  is  to  generate 
electricity power, its power plants are located in Ratchaburi province on a 2,158-
rai  area,  covering  three  districts  of  Damnern  Saduak,  Potharam  and  Muang,  in 
Ratchaburi province. 
 
The Ratchaburi Power Plant is equipped with modern, state-of-the-art production 
technology, which relies upon natural gas from the Yadana and Yetakun fields in 
Myanmar as its main fuel. It is Thailand’s largest Independent Power Producer 
(IPP)  with  total  installed  capacity  of  3,645  megawatts.  There  are  two  types  of 
power plants as follows.  
1.  Two  units  of  thermal  power  plant  with  a  production  capacity  of  735 

megawatts each or a total of 1,470 megawatts, using natural gas as Primary fuel 
and bunker oil as secondary fuel.  
2.  Three blocks of combined cycle power plant with a production capacity of 

725  megawatts  each  or  a  total  of  2,175  megawatts,  using  natural  gas  as  its 
primary fuel and diesel as its secondary fuel. 

Ratchaburi Energy 
Company Limited 
(Ratchaburi 
Energy) 

The  company  was  founded  on  4  September  2001,  with  RATCH  Company 
holding  a  99.99  %  stake.  Ratchaburi  Energy  registered  with  190  million  baht 
paid-up capital and its business is to invest in power-generating and other related 
businesses especially those utilizing power from renewable energy.  
On  April  7,  2006,  the  shareholder  meeting  of  Ratchaburi  Energy  agreed  to 
decrease  its  registered  capital  from  190  million  baht  to  140  million  baht  and 
restructure it into a paper company to reduce its administration costs.  At present, 
Ratchaburi Energy has been working on the renewable power projects alcohol-
manufacturing plant and the power generating from flare gas project. 

Ratchaburi Gas 
Company Limited 
(Ratchaburi Gas) 

Ratchaburi  Gas  Company  Limited  (Ratchaburi  Gas)  was  founded  on  23 
December  1996,  with  the  company  holding  a  99.99  %  stake  with  500  million 
baht  registered  paid-up  capital.  Ratchaburi  Gas  itself  holds  a  50  %  of  the  total 
shares  in  Tri  Energy  Company  Limited,  whose  700-megawatt  production 
capacity  accounts  for  350  megawatts  of  the  company’s  equity  capacity. 
Ratchaburi Gas received an interim dividend in 2005 for a total of 483.15 million 
baht  with  106.12  million  baht    received  in  October  2005  and  the  remaining 
377.03 million baht in December 2005. 
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Table Case 6.A1   (Continued) 

  

RATCH and 
Subsidiaries 

Nature of Business 

Ratch Udom 
Company Limited 
(Ratch Udom) 

Ratch  Udom  Company  Limited  (Ratch  Udom)  was  founded  on  November  20, 
2003,  with  the  company  holding  a  99.99  %  stake  with  420.90  million  baht 
registered paid-up capital. Ratch Udom has an objective to invest in the power-
generation  business  and  currently  holds  99.99  %  of  Ratchaburi  Alliances 
Company Limited’s shares.  

Ratchaburi 
Alliances 
Company Limited 
(Ratchaburi 
Alliances) 

Ratchaburi Alliances Company Limited (Ratchaburi Alliances) was founded on 
January  9,  2004,  with  the  company  holding  a  99.99  %  stake.  Ratchaburi 
Alliances has an objective to invest in the power-generating business. Currently 
registered with 420.20 million baht capital. Ratchaburi Alliances holds 25 % of 
Ratchaburi  Power  Company  Limited’s  shares,  which  is  in  the  construction 
process of two combined cycle power plants with a production capacity of 700 
megawatts  each  or  a  total  capacity  of  1,400  megawatts.  This  accounts  for  350 
megawatts  effective  capacity  to  the  company.  The  new  combined  cycle  power 
plants  are  located  on  the  same  site  as  the  Ratchaburi  power  plant.  The  first 
combined cycle power plant is scheduled to start commercial operation in March 
2008 and the second in June 2008. 

Tri Energy 
Company Limited 

Tri  Energy  Company  Limited  is  a  power  generator  of  a  700-megawatts 
combined  cycle  power  plant  situated  at  Mueang  district,  Ratchaburi  province. 
The  plant,  which  utilizes  natural  gas  as  primary  fuel,  started  its  commercial 
operation  on  July  1,  2000.  Its  power  is  sold  to  EGAT  as  part  of  the  20-year 
Power Purchase Agreement (PPA). Its shareholders consist of Texaco Thailand 
Energy Company and Ratchaburi Gas Company Limited, who each hold 50 % of 
its shares. 

Ratchaburi Power 
Company Limited 
(Ratchaburi 
Power) 

Ratchaburi  Power  Company  Limited  (Ratchaburi  Power)  is  an  Independent 
Power Producer (IPP); its business is to generate power  after signing a 25-year 
Power Purchase Agreement (PPA) with EGAT. It has two combined cycle power 
plants,  each  of  which  has  a  production  capacity  of  700  megawatts,  making  its 
production  capacity  total  1,400  megawatts.  Relying  on  utilizing  natural  gas  as 
primary  fuel,  the  plants  are  located  in  the  compound of  the  Ratchaburi  power 
plant. Its first plant is set to start its commercial operation in March 2008 while 
its second unit is scheduled to commence its commercial operation in June 2008. 
Ratchaburi  Power’s  shareholders  consist  of  Union  Energy  Company  Limited, 
which  holds  10  %  of  its  shares,  Chubu  Electric  Power  Company  International 
B.V., which holds 15 % shares, Toyota Tsusho Corporation, which holds 10 % 
shares,  Hong  Kong  Electric  International  Power  (Mauritius)  Limited,  which 
holds  25  %  of  its  shares  and  PTT  Public  Company  Limited  and  Ratchaburi 
Alliances  Company  Limited,  which  holds  15  %  and  25  %  of  its  shares, 
respectively 

Chubu Ratchaburi 
Electric Services 
Company Limited 
(“CRESCO”) 

In  Chubu  Ratchaburi  Electric  Services  Company  Limited  (“CRESCO”),  the 
Company holds a 50 % stake with the aim to operate and maintain power plants 
as a contractor. In December 2005, it entered into an Operation and Maintenance 
Agreement  with  Ratchaburi  Power  Company  Limited  for  a  period  of  14  years. 
On  December  6,  2005,  it  entered  the Maintenance  and  Supply  Spare  part 
Agreement  with  Mitsubishi  Corporation  (Onshore  Contractor)  and  M.C. 
Machinery Inc. (Offshore Contractor) for a period of 14 years through which the 
two  companies  will  provide  and  maintain  equipment  in  the  power  plant’s  gas 
turbine. The Company acquired 25 % of total common shares in Southeast Asia 
Energy Limited on November 3, 2005, with SEAN operating the Hydro Power 
Plant Project Nam Ngum 2 in Laos People’s Democratic Republic (Laos PDR), 
which  has  signed  a  25  years  Power Purchase  Agreement  with  EGAT.  The 
project has a total production capacity of 615 megawatts and is expected to start 
its Initial Operation Date in 2010. 
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RATCH is currently registered with Baht 14,500 million paid-up capitals. Its 

business is to invest in subsidiaries and affiliated companies as a holding company. Its 

revenues come mainly from the dividends of its affiliated companies and subsidiaries. 

At present, the Company owns 99.99 % shares of its five subsidiaries as follows : 

 

1.  Ratchaburi Electricity Generating Company Limited 

2.  Ratchaburi Energy Company Limited 

3.  Ratchaburi Gas Company Limited, which holds a 50%  stake in Tri 

  Energy Company Limited 

4.   Ratch Udom Power Company Limited, which holds a 99.99 % stake 

     in Ratchaburi Alliances Company Limited 

5.   Ratchaburi Alliances Company Limited, which holds a 25 % stake in  

  Ratchaburi Power Company Limited. 

 

RATCH has also directly invested in two affiliated companies as follows : 

 

1.  Holding  33.33  %  in  Southeast  Asia  Energy  Limited  which  holds  a  75% 

stake in Nam Ngum 2 Power Company Limited 

2.  Holding a 49.99 % stake in Chubu Ratchaburi Electric Services  Company 

Limited 

3.  The Company has formulated its strategies and business plans to correspond to 

its development and expansion goals focusing on investment  in the power sector and 

other related business where it provides adequate seed money for investment and actively 

participates  in  the  formulation  and  monitoring  of  the  operations  of  the  companies  it 

has invested in. 

 

6.2  Significant Events in RATCH’s history 

 

               RATCH has been in the energy businesses for over 10 years.  In order to 

understand clearly how RATCH operates and thrives, the following chronological 

history is given in Table Case 6.A2.  

 



604 
 

 

Table Case 6.A2  Chronological Significant Events 

 

Year Chronological  Significant Events 
7 March 2000  -Ratchaburi  Electricity  Generating  Holding  PCL.  “RATCH”  established  and 

registered initial capital of 300 million baht  
-Ratchaburi Electricity Generating Co., Ltd., was founded. 

August 2000  -  “RATCH”  was  registered  as  a  public  company,  and  increased  capital  to  14.5 
billion baht.  
 -“RATCH”  invested in newly issued common shares of Ratchaburi Electricity 
Generating Co., Ltd. amounting 16 billion baht.  

October 2000  -RATCH’s securities were registered in the Stock Exchange of Thailand (SET). 
-RATCH issued 580 million common shares initially offered to the public. 

November 2000  -RATCH's securities were traded on the SET for the first day. 
September 2001  -  Ratchaburi  Energy  Co.,  Ltd.  (RE)  established  by  RATCH  with  an  initial 

registered capital of 10 million baht. 
December 2002  RATCH invested 190 million baht in newly issued common shares of Ratchaburi 

Energy Co., Ltd. 
November 2003   -

  
RATCH acquired Banpu Gas Co., Ltd., which hold 37.5 % shares of Tri 
Energy Co., Ltd. Thereafter, Banpu Gas Co., Ltd. was renamed Ratchaburi Gas 
Co., Ltd.   

January 2004  Ratchaburi Alliances Co., Ltd. was founded as an investment arm to invest into 
Ratchaburi Power Co., Ltd., a power plant operator with a 25 % stake. 

September 2004  - Ratchaburi Energy Co., Ltd. invested in Siam Ethanol Exports Co., Ltd.  Shares 
with a 15 % stake. 

February 2005  -  Ratchaburi  Gas  Co.,  Ltd.  acquired  shares  of  EME  Trigen  B.V.  Company  at 
12.5  %  stakes,  which  resulted  in  distributing  shares  of  Tri  Energy  Co.,  Ltd.  
RATCH increased to 50 %. 

June 2005 
 
November 2005 

RATCH  refinanced  its  debt  structure  total  of  34,262  million  baht,  which  assisted  the 
company saving the interest payments of about 2.3 million baht per year for 10 years. 
RATCH  signed  the  joint-venture  agreement  of  Southeast  Asia  Energy  Co.,  Ltd.,  an 
operator of 615-megawatt hydro power plant Nam Ngum 2 in Laos for a 25% stake. 

April 2006  The Boards’ Meeting of Ratchaburi Energy Co., Ltd. agreed the resolution of decreasing the 
registered capital of the company from 190 million baht to 140 million baht 

October 2006  The  Thai  Institute  of  Directors  in  cooperation  with  the  Stock  Exchange  of 
Thailand  (SET)  and  the  Office  of  the  Securities  and  Exchange  Commission 
(SEC)  announced  to  the  public  the  result  of  the  evaluation  of  Corporate 
Governance  Report  of  Thai  Listed  Companies  2006  and  Ratchaburi  Electricity 
Generating Holding Public Company Limited to beat the “Excellent” level. 

December 2007  The  Company’s  Board  of  Directors  received  the  “Board  of  the  Year  of  Distinctive 
Practices  2006/7”  held  by  the  Institute  of  Directors  in  cooperation  with  the  Stock 
Exchange of Thailand, Thai Chamber of Commerce, the Federation of Thai Industries, 
the Thai Bankers’ Association, the Listed Companies’ Association and the Federation 
of Thai Capital Market Organizations. This clearly shows that the Company has been 
strongly  committed  to  the  continuous  and  serious  good  corporate  governance  and 
ensuring transparent and systematic management 

October 2008  Ratchaburi Power’s power plant, of which 25% stake is held by Ratchaburi Electricity 
Generating  Holding  Public  Company  Limited  (RATCH),  was  awarded  the  Golden 
Award of Most Innovation Power of Technology from Asian Power Magazine 

May 2009  Ratchaburi  Electricity  Generating  Holding  PCL.  was  granted  the  award  for  the 
“Outstanding Conservation of Biological Diversity in Aspect of Supporting and Promoting 
Sector  Engagement”  on  May  25,  2009  by  the  Office  of  Natural  Resources  and 
Environmental Policy and Planning, Ministry of Natural Resources and Environment 
RATCH  was  assessed  with  a  score  of  100  ranking  “Excellence  with  Distinctive 
Praiseworthiness”  in  the  Shareholders’  Annual  General  Meeting  Year  2009  Assessment 
Scheme organized by the Thai Investors Association 
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6.3  RATCH’ Ownership 

 

Since  2000,  RATCH  has  been  officially  registered  in  the  Stock  Exchange  of 

Thailand. At present,  the current major shareholders include EGAT(45%), BANPU 

(14.99%), and  international banking groups as shown in Table C6.A3.  

 

 Table Case 6.A3  RATCH’s ownership (only major shareholders given) as of 10 April 2009 

 

Rank Major Shareholders # Shares (Shares) % Shares

1 Electricity Generating Authority of Thailand (EGAT) 652,500,000 45.00           

2 Banpu Public Company Limited 110,300,000 7.61             

3 Banpu Power Company Limited 107,100,000 7.39             

4 NORTRUST NOMINEES LTD. 72,015,834 4.97             

5 STATE STREET BANK AND TRUST COMPANY 68,972,168 4.76             

6 Social Security Office (2 cases) 57,894,660 3.99             

7   Government Saving Bank fund 37,035,000 2.55             

8  THAI NVDR Company Limited 14,881,305 1.03             
9 Social Security Office (4 cases) 13,597,340 0.94           

10 Bangkok Life Assurance Plc. 12,183,400 0.84             
11 HSBC (SINGAPORE) NOMINEES PTE LTD 11,786,596 0.81           

12 AMERICAN INTERNATIONAL ASSURANCE COMPANY 10,830,700 0.75              

 

Note:  Small case = Thai investors, big case = foreign investors 

Sources:  SETMART, 2009. 
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6.4  Independent Power Producers’ and EGAT’s Project Overview 

 

Table Case 6.A4  Generating capacity and producers in Thailand (January 2008) 

 

    

 

Source:  EGAT, PDP 2007 Revision 1 on January 2008. 

Remarks 1) The generating capacity shown in the table include the power plant that 

EGAT discharged from its system. 

                 2)  *Announcement of IPP bidding winners has been made 

 

The  total  number  of  independent  power  producers  The  IPP  in  Thailand 

increased  by  four  companies,  bringing  the number  of  the  country’s  total  IPPs  to 

fourteen companies(EGAT, PDP, 2007) (See Table Case 6.A4). They include Rayong 

Electricity  Generating  Company  Limited, Kanom  Electricity  Generating  Company 

Limited, Independent Electricity Generating Company Limited, Tri Energy Company 

Limited, Bo Win Power Company Limited, Eastern Power Company Limited, BLCP 

Power  Company  Limited,  Gulf  Power  Generating  Company  Limited,  Ratchaburi 

Power  Company  Limited,  and  Ratchaburi  Electricity  Generating  Company  Limited. 

Four  additional  companies  were  awarded  the  right  to  generate  electricity,  namely 

Gecco-One  Company  Limited.  The  power  purchase  agreement  was  signed  on  10th 

September 2008 between Siam Energy Company Limited, Power Generation Supply 
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Company  Limited  (both  signed  the  agreement  on  10th  October  2008)  and  National 

Power Supply Company Limited. In 2008, The Combined-Cycle Power Plant of the 

Ratchaburi  Power  Company  Limited  in  which  the  Company  holds  a  25  %  stake  in 

commercial  operations.  Its  total  generating capacity  is  1,400  megawatts.  This  is  the 

last  IPP  under  the  Phase  1  of  the  Energy Ministry’s  power  purchase,  while  Jana 

Combined-Cycle  Power  Plant  is  a  new  EGAT’s  project  that  started  its  commercial 

operations with a 710 megawatts generating capacity. 

Under EGAT’s power purchase from other countries, two power plants in Lao 

PDR are under construction. The Nam Tern 2 Hydroelectric Power Plant has a total 

generating  capacity  of  920  megawatts  and  is  scheduled  to  operate  commercially  in 

2009.  The  Nam  Ngum  2  Hydroelectric  Power  Plant  has  615  megawatts  generating 

capacity,  including  596  megawatts  contracted  capacity  under  the  power  purchase 

agreement (PPA) with EGAT. The plant, in which the Company holds a 33.33% stake 

through  Southeast  Asia  Energy  Limited,  will  commence  commercial  operations  in 

2013. In addition, three EGAT power plants are under construction.  

 
Table Case 6.A5  Generating capacity and producers in Thailand (as of December 2008) 
 

 

Source: EGAT 2008 

Remarks: Ratchaburi Electricity Generating Company Limited has a total installed 

capacity of 3,645 megawatts and a contracted capacity of 3,481Megawatts 

sold to EGAT.  
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The Bang Pakong Combined Cycle Power Plant Block 5 with 719 megawatts 

generating capacity is scheduled to start its commercial operations in 2009. The South 

Bangkok  Combined  Cycled  Power  Plant  Block  3  has  715  megawatts  generating 

capacity and will start commercial operations in 2009. The North Bangkok Combined 

Cycled  Power  Plant  Block  1  with  total generating  capacity  of  685  megawatts  will 

commence commercial operations in 2010. 

 

6.5  Competitions 

 

The  local  electricity  generating  industry  is  part  of  the  basic  infrastructure 

sector under the supervision of the National Energy Policy Committee, the Ministry 

of  Energy,  and  the  National  Energy  Regulatory  Board.  The  government  encourages 

competition  in  the  electricity  generating  business  through  various  measures.  The 

Energy  Ministry  has  ensured  a  sufficient supply  of  natural  gas  for  electricity 

generating that meets with power purchase  demand  while  calling  bids  for  long-term 

power  generation  and  purchase.  These  measures  encourage  investors  from  other 

industries and countries to compete in the bid. The latest IPP bidding also attracted a 

number  of  new  investors,  reflecting  clearly  higher  competition  in  the  industry  (see 

Table Case 6.A5). 
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Table Case 6.A6  Executive Respondents Profiles Survey  

 
Attributes of Respondents Percent min. max. Means Standard 

Deviation Missing

Gender

male 100.0

Education

bachelor degree 14.3

master degree 85.7
doctorate degree

Working Experience* 2 9 6.17 2.639 1

Less than 10 yrs 100.0

16 - 20 yrs
Total Working Experience* 22 37 26.86 4.947
21 - 25 yrs 42.9
Over 26 yrs 57.1

Tenure Level  in the position 1 2 1.67 .577 4

Less than 1 yr 33.3

2 - 5  yrs 66.7  
 
 

Note:  n=7; * Minimum, Maximum, Mean, and SD based on raw data before recode 

levels 
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Table Case 6.A7  Managerial Perceptions of Environmental Uncertainty 

 

Questionnaire Item

Mean

 Standard 

Deviation Mean

 Standard 

Deviation 

The demand of existing product 1.86               0.69               1.63              0.60                   

Demand for new product 3.00               1.00               2.52              1.11                   

Demand for  oil/petroleum/energy product is 2.29               0.49               1.94              0.78                   

Overall Mean 2.38               0.56               2.03              0.64                   

Govt changes in pricing policy 
3.57               1.40               

              2.84                     1.12

Govt changes in laws or product standard, quality
2.57               0.53               

              2.38                     0.99

Govt changes in Financial practices policy
2.57               0.53               

              2.60                     1.02

Govt changes in labor laws 
2.86               0.38               

              2.46                     0.86

Govt changes in laws affecting Mktg,sales, Distribution 
2.57             0.79             

              2.65                     0.99

Govt changes in taxation collection (excise tax, subsidy) 
2.57               0.53               

              2.84                     1.11

Overall Mean 2.79               0.59               2.63              0.78                   

Supplier, the price changes 2.00             1.15             3.08             1.20                   

Supplier, quality changes 1.29             0.49             2.03             0.80                   

Suppliers, design (energy product) changes 1.29             0.49             2.10             0.87                   

Supplier, introduce the new raw materials,    components 1.29             0.49             2.22             0.92                   

Overall Mean 1.46             0.47             2.36             0.70                   

Competitor's actions: price changes 2.43             0.98             2.35             0.99                   

Competitor's actions: quality changes 2.00             0.82             2.27             0.95                   

Competitor's actions: product design changes 2.14             0.90             2.33             0.84                   

Competitor's actions: new products 2.14             0.90             2.38             0.94                   

Overall Mean 2.18             0.85             2.33             0.78                   

Financial/capital market, interest changes 2.43             0.79             2.51             0.82                   

Fin/cap market, financial instruments available 2.14             0.38             2.44             0.80                   

Fin/cap market, risks management 2.29             0.49             2.63             0.97                   

Overall Mean 2.29             0.40             2.53             0.71                   

SET, changes in mgnt control practices 2.14               0.90               2.46              0.91                   

SET, changes in reporting conditions 2.14               0.90               2.30              0.87                   

SET, changes in Corporate Governance procedures 2.14               0.90               2.33              1.00                   

Overall Mean 2.14               0.90               2.37              0.88                   

Technology, changes in your production techniques 2.43             0.53             1.92             0.70                   

Technology, changes in work related with new IT support 2.43             0.53             2.19             0.78                   

Overall Mean 2.43             0.53             2.06             0.65                   

Natural resources scarcity, changes in  reserve 2.14             0.38             2.19             0.82                   

Overall Mean 2.14             0.38             2.19             0.82                   

Aggregate mean all items 2.40             0.33             2.30                                  0.44

n =                     7                        64

Cronbach's Alpha                0.55                 0.8790

All energy industry*RATCH

 

Source:  Survey Executives of RATCH, 2009. 
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Table Case 6.A8  Executive Respondent’s Attitudes towards Strategic Leadership 

 

No. 1 2 3 4 5 Mean SD

1 Our strategy emphasizes on exploiting opportunities -      14.3      14.3      71.4 - 3.57           0.79          

2 Our strategy emphasizes on maximizing profits -      57.1      28.6      14.3 - 2.57           0.79          

3 We believe innovation is more important than high 

profitability

     14.3 -      28.6      57.1 - 3.29           1.11          

4 Our strategy emphasizes on diversification to internationals  -      14.3      14.3      57.1      14.3 3.71           0.95          

5 Our strategy reflects high level of flexibility in managing 

risks, political situation 

-      71.4 -      28.6 - 2.57           0.98          

6 Our strategy reflects high level of flexibility in managing 

risks, economic situation 

-      57.1 -      42.9 - 2.86           1.07          

7 Our strategy reflects high level of flexibility in managing 

risks, financial situation 

-      28.6      28.6      28.6      14.3 3.29           1.11          

8 Top executives are like to take big financial risks      14.3      71.4      14.3 - - 2.00           0.58          

9 Top executives believe that high   risk, high return -      71.4      14.3      14.3 - 2.43           0.79          

10 Top executives are like to "pay safe" - - -      28.6      71.4 4.71           0.49          

11 Top executives encourage the development of innovation, 

marketing strategy 

     28.6 -      14.3      57.1 - 3.00           1.41          

12 Top executives are like to implement certain plan -      14.3      14.3      57.1      14.3 3.71           0.95          

13 Top executives have articulated a clear vision/mission -      28.6      28.6      42.9 - 3.14           0.90          

14 We are never first -to-market with new products/services      14.3 -      42.9      28.6      14.3 3.29           1.25          

15 We are always a late entrant in establishing the new market      14.3 -      57.1      28.6 - 3.00           1.00          

16 We never enter, stable markets      14.3      42.9      28.6      14.3 - 2.43           0.98          

17 Our firm is at the cutting-edge of technological innovation  -      42.9      28.6      28.6 - 2.86           0.90          

18 We have a continuing overriding concern for lowering cost 

per unit 

     14.3      42.9      42.9 - - 2.29           0.76          

19 This organization is a flexible and continually adapting to 

change 

-      42.9      28.6      28.6 - 2.86           0.90          

20 This organization is always moving towards ways of doing 

things 

-      14.3      42.9      42.9 - 3.29           0.76          

21 Our strategy emphasizes in HR rather than anything else       14.3      28.6      42.9      14.3 - 2.57           0.98          

22 People here are encouraged to take a long term view of their 

career with the firm 

     14.3      71.4      14.3 - - 2.14           0.90          

23 Our firm's structure, systems are well design for competition -      71.4      28.6 - - 2.29           0.49          

24 As a member of SET, if shareholders are happy, nothing else 

matters 

-      14.3      71.4      14.3 - 3.00           0.58          

25 If the survival of a business enterprise is at stake, then ignore 

CSR 

-      42.9      57.1 - - 2.57           0.53          

26 The most important  is making profit, even it means 

breaching the rules 

     14.3      85.7 - - - 1.86           0.38          

27 Efficiency is much more important to our company than 

ethics, or CSR 

-      14.3      57.1      28.6 - 3.14           0.69          

Statements

Executives' Attitudes (%)

Note:  N= 7; Cronbach’s Alpha = 0.8231 
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Without  this  strategic  vision/  mission, the  strategic  leaders  cannot  lead  the 

team in the same direction and this visionary direction must be cascaded down to the 

followers.  If  they  understand  and  have  clear  direction,  they  can  take  action  and 

allocate resources to achieve the target. Therefore, the researcher has constructed 16 

statements (as shown in Table Case 6.13) in the survey related to employee attitudes 

and opinions, and their satisfaction toward organizational effectiveness and strategic 

leadership.  

As  illustrated  in  Table  Case  6-13,  the  total  employee  respondents  surveyed 

were 30, almost half of which were males (46.7 %). The major age group was 25-34 

years old (53.3 %), followed by 35-44 years old (36.7 %). The employee respondents 

were  highly  educated  (master  degree  and above  was  60%  and  bachelor  degree  was 

40%). In addition, there was variation of working experience of the employees. That 

is, the majority of employees were in experienced, with over half (53.3%) with 6-10 

years, and many with only a 2-5 years experience (40%). The distributive professional 

working  experience  in  the  firm  was  mainly  6-10  years,  while  over  11  years  was 

almost 36 %, and with less than 5-years (17.9 %). In addition, the respondents were 

mainly  from  the  administrative/  supporting  function  (e.g.  finance/accounting,  IT, 

procurement, HR and so forth), managerial function and line functions. 
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Table Case 6.A9  Employee Respondent’s Profiles 
  
                  

Attributes of Respondents Percent min. max. Means

Standard 

DeviationMissing

Gender

Male 46.7

Age

25-34 53.3

35-44 36.7

45-54 10.0

over 54 .0

Education
below bachelor degree .0

bachelor degree 40.0

master or above 60.0

Working experience in this organization 1 4 2.57 .626

less than 1 yr 3.3

2 - 5 yrs 40.0

6 - 10 yrs 53.3
Over 10 yrs 3.3

Total working experience*
3 22 10.50 5.68 2

Less than 5 yrs 17.9

6 - 10 yrs 46.4

11 - 15 yrs 10.7

16 - 40 yrs 25.0

Working group

executive, director, manager 20.0

production, marketing, sales, supply,  6.7

finance, accounting, it, legal, 

procurement, HR

70.0

Others 3.3  
 

Note:  n=30; * Minimum, Maximum, Mean and SD based on raw data before  
           recoding levels 
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Table Case 6.A10  Employee Attitudes towards Strategic Leadership 

 

Reliability

No. Statement 1 2 3 4 5  Mean SDCronbch's Alpha

Corporate Policy

0.9466               

1.1  Your organization has set a clear vision which is 

communicated  to employees   

-     10.0 26.7 33.3 30.0 3.75 0.97

1.2 Your organization has set a clear mission which is 

communicated    to employees

-     16.7 26.7 30.0 26.7 3.57 1.03

1.3 Your organization has goal and work plan in quality 

development

3.3 30.0 30.0 23.3 13.3 3.14 1.15

1.4 Quality development policy has caused some 

changes in working  process and increased your 

responsibility 

-     20.0 46.7 23.3 10.0 3.25 0.93

1.5 Your organization has managed human resources to 

aid the  quality development

-     6.7 46.7 23.3 23.3 2.68 0.94

1.6 Employees give a good cooperation in the quality 

development

-     -     43.3 30.0 26.7 2.89 0.83

1.7 Your organization has sufficient resources to 

facilitate the quality   development 

10.0   6.7 40.0 36.7 6.7 3.18 1.06

1.8 All employee levels have acknowledged the quality 

development  and understood their role 

-     6.7 43.3 33.3 16.7 2.64 0.87

1.9 Your organization has been well structured that 

supports the  quality development  

-     10.0 36.7 30.0 23.3 2.79 0.88

1.10 Top executives are icon of the organization’s success 6.7 33.3 23.3 26.7 10.0 2.86 1.04

1.11 Top executives are your idol/ role model 6.7 43.3 26.7 20.0 3.3 2.82 0.90

1.12 Top executives have acted as committed in 

accordance with organization values and cultures  

6.7 40.0 16.7 33.3 3.3 2.79 1.07

1.13  Creating good relationship with customers is 

employees’   responsibility

-     20.0 26.7 20.0 33.3 3.57 1.14

1.14  The organization structure has well facilitated the 

company operation

-     3.3 33.3 43.3 20.0 2.79 0.83

1.15 The employees have rights in decision making  13.3 46.7 23.3 10.0 6.7 2.46 1.10

1.16 Information system is efficiently utilized 6.7 16.7 26.7 43.3 6.7 3.21 1.07

Employee's Attitude (%)

 
 

Note:  N=30; 1 = strongly disagreed, 5= strongly agreed. 
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Table Case 6.A11  Employee Attitudes towards the Internal Process 

 

Reliability

No. Statement

1 2 3 4 5  Mean SD Cronbch's Alpha

Employees' Effeciency 0.7034                  

2.1  You clearly understand your role and duty -      6.7 30.0 46.7 16.7 3.71 0.85

2.2 You can correlate tasks with the organization success -      6.7 26.7 30.0 36.7 2.89 0.96

2.3 You understand your line manager expectation  6.7 10.0 50.0 26.7 6.7 3.11 0.96

2.4 You can adjust way of working so as to facilitate the 

assignments  

6.7 6.7 36.7 46.7 3.3 3.36 0.95

2.5 The organization is open to your initiation that leads to 

effective working 

6.7 23.3 46.7 13.3 10.0 2.96 1.07

Loyalty to Organization

3.1 You are proud to tell others that you work with this 

organization

-      6.7 20.0 46.7 26.7 3.93 0.90 0.4636                  

3.2 You like your current job -      16.7 13.3 60.0 10.0 3.61 0.92  incase of 3.4 out, 

Alpha will be 

improved to be
3.3 You are confident in your organization’s prospect -      16.7 13.3 60.0 10.0 3.75 0.93 0.7623                  

3.4 Right now, you’re thinking to change your current work  6.7 13.3 26.7 30.0 23.3 3.54 1.23

Employee's Attitude (%)

 

Note:  N=30 
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Table Case 6.A12  Customer Respondent’s Profile Survey 

 

Attributes of Respondents Percent min. max. Means

Standard 

Deviation Missing

Gender
male 60.0

Age* 36 51 42.9 5.84              

Less than 29 yrs old

30 - 39 yrs old 30.0
40 - 49 yrs old 50.0
over 50 yrs old 20.0
Education

below or bachelor degree .0

graduate degree 30.0

master or above 70.0

Working Experience
2-5 years .0
6-10 years 20.0
over 10 years 80.0
Total Working Experience* 7 29 18.1 6.62            
Less than 10 yrs 10.0
11 - 15 yrs 20.0
16 - 20 yrs 30.0
Over 21 yrs 40.0

Working Group

executive, manager 10.0

procurement/purchasing 70.0

others (Engineer, Power Purchase) 20.0

Note: N= 10; * min, max. means, and SD are before recoding level

 

Note:  N=10 
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Table Case 6.A13  Customer Satisfaction Survey 

 

Statements

No. 1 2 3 4  5 Mean  SD

The Product/Service

1a The Provider brand name was reliable - - 10.0   50.0   40.0       4.30      0.67      

1b The Provider’s product/service quality was high 

standard

- - 10.0   70.0   20.0       4.10      0.57      

1c The Provider’s corporate image was well-

recognized

- - - 80.0   20.0       4.20      0.42      

Personnel Staff/ Service

2a The  Provider’s staff was courteous and 

respectful      with a good manner with my firm 

- - 10.0   70.0   20.0       4.10      0.57      

2b The Provider’s staff were cheerful and smiling - - 10.0   70.0   20.0       4.10      0.57      

2c When my company had a complaint, it was 

handled effectively

- - 30.0   60.0   10.0       3.80      0.63      

2d The Provider explained clearly to you what  they 

were doing and why

- - 20.0   60.0   20.0       4.00      0.67      

2e My firm’s confident in the Provider’s ability or 

competence

- - 10.0   80.0   10.0       4.00      0.47      

2f Overall, the product/service Provider did their 

jobs very well

- - 10.0   70.0   20.0       4.10      0.57      

Process and Facilities -     -     -         -        -       

3a The facilities were state-of-the-art, in the world 

class standard

- - 40.0   50.0   10.0       3.70      0.67      

3b* The Provider did not inform my company  about 

the outcomes of  procedures.

10.0   40.0   40.0   10.0   - 2.50      0.85      

3c The Provider provided time-efficient benefit to 

my company  in all process.

- - 10.0   70.0   20.0       4.10      0.57      

3d Overall, my company was given all the 

information when  needed.

- - 10.0   70.0   20.0       4.10      0.57      

3e Overall, the process and facilities of Provider 

was very good.

- - 20.0   60.0   20.0       4.00      0.67      

Overall Evaluation

4a My firm always sees new ideas of providing        

product/service from the Provider.

- 10.0   40.0   40.0   10.0       3.50      0.85      

4b My firm is likely to say positive things about this   

      Company Provider.

- - 10.0   70.0   20.0       4.10      0.57      

4c My firm is willing to recommend this  

product/service   Provider to other company who 

- - 10.0   70.0   20.0       4.10      0.57      

4d My firm considers this product/service Provider 

the first  choice from which to obtain service for 

- - 20.0   50.0   30.0       4.10      0.74      

4e Overall, the company Provider performance was 

satisfactorily

- - 10.0   70.0   20.0       4.10      0.57      

n=10; *recode 3b

Executives' Attitudes (%)

 

Note:  N=10; Cronbach's Alpha =0.9299 
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Table  Case 6.A14  Employee Attitudes towards Learning and Growth 

 

Reliability

No. Statement
1 2 3 4 5  Mean SDCronbch's Alpha

Training & Development 0.7626               

4.1 You get enough trainings in you job 3.3 16.7 33.3 43.3 3.3 3.21 0.92

4.2 In the past year, you had opportunity to learn and 

develop yourself

3.3 6.7 30.0 50.0 10.0 3.54 0.92

4.3 You feel your job is challenging which has 

supported your learning 

3.3 20.0 30.0 30.0 16.7 3.46 1.07

4.4 In the past year, you got learning from job issues 

and had chance to work with the team to solve the 

problem

-     16.7 33.3 33.3 16.7 3.39 0.92

Career Development 0.6069               

5.1 Your current job has potentially driven you to grow 

in career path more than others jobs 

26.7 33.3 16.7 20.0 3.3 2.50 1.17

5.2 Your organization has encouraged the employees to 

develop their knowledge in different ways.

10.0 3.3 36.7 40.0 10.0 3.32 1.09

5.3 You feel that there is less opportunity to get 

promoted 

6.7 40.0 23.3 23.3 6.7 2.89 1.10

5.4 You feel secured in your job -     13.3 36.7 40.0 10.0 3.50 0.88

5.5 You have opportunity to present outstanding job 

from the current role

10.0 40.0 16.7 30.0 3.3 2.82 1.12

5.6 Your line manager has always supported your 

initiation and been in charge of your performance 

appraisal 

6.7 13.3 23.3 53.3 3.3 3.29 1.01

Employee's Attitude (%)

 
 

Note:  N=30 
 
Table Case 6.A15  Employee Attitudes towards Learning and Growth (N=30) 
 

Reliability

No. Statement

1 2 3 4 5 Mean SD Cronbch's Alpha

Satisfaction 0.9382               

6.1 You are proud of your current responsibility  6.7 6.7 16.7 43.3 26.7 3.68 1.12

6.2 You want to continually stay on this position 

without boring

23.3 10.0 26.7 26.7 13.3 3.11 1.31

6.3 You feel satisfied with the current job -     16.7 30.0 40.0 13.3 3.46 0.96

6.4 Your department has always put the right job on the 

right person based on competency and skill  

3.3 23.3 33.3 33.3 6.7 3.25 0.97

6.5 Your current job fits with your skill and knowledge 0.0 20.0 16.7 46.7 16.7 3.57 1.03

6.6 Your organization is less likely to have office 

politics  

17.9 17.9 39.3 10.7 14.3 2.86 1.27

Corporate Social Responsibility 0.9289               

7.1 Your organization has behaved in a socially 

responsible way

-     -     30.0 43.3 26.7 3.96 0.79

7.2 Your organization has a useful role in society -     3.3 26.7 43.3 26.7 3.93 0.86

7.3 Your organization has supported local communities -     3.3 23.3 33.3 40.0 4.04 0.88

7.4 Your organization has supported projects that 

benefits the society

-     -     26.7 33.3 40.0 4.07 0.81

7.5 Your organization has products/services that are 

priced worth to quality

-     10.0 36.7 30.0 23.3 3.64 0.99

Overall Performance 0.9622               

8 Overall, how do you agree with the organization’s 

operation 

-     10.0 43.3 36.7 10.0 3.46 0.84

Employee's Attitude (%)

 



619 
 

 

CASE STUDY No. 7  ENERGY SERVICE SECTOR 

Bangkok Aviation Fuel Services Public  

Company Limited (BAFS) 

 

7.1  Significant Events in BAFS’ History 

 

 BAFS has been offering energy in aviation service for over 26 years. In order 

to  understand  clearly  how  BAFS  operates and  thrives,  the  following  chronological 

events that shaped the company are briefly given in Table Case 7.A1. 

 

Table Case 7.A1  Events That Shaped BAFS 

 

Year  Significant Chronological Events 
1983 22 November 1983:  

The Cabinet approved the establishment of a company for aviation fuel services at 
Bangkok International Airport.  

 29 November 1983 :  
A Signing Ceremony for the Shareholders Agreement was held at Thai Airways 
International Company Limited. 

 20 December 1983 :  
Flight Lieutenant Udom Krisnampok was the first to be appointed as chairman of the 
company and M.R. Supadis Diskul was the first Managing Director. 

 30 December 1983 :  
Officially registered  as a joint venture company between state enterprises and private 
sectors with a capital of 80 million Baht. Our shareholders consist of Thai Airways 
International Company Limited, Thai Airways Company (TAC), Airports Authority of 
Thailand (AAT), Crown Property Bureau, PTT Public Company Limited, Caltex Oil 
(Thailand) Limited, Elf Aviation (Thailand) Limited, Esso (Thailand) Company 
Limited, Mobil Oil Thailand Limited and The Shell Company of Thailand Limited. 

1985 

 

10 July 1985 :  
With cooperation from the Royal Thai Air Force, they provided the company with their 
fuel depot and in return, BAFS constructed a new fuel depot for the Royal Thai Air 
Force near the Don Mueang area 

1986 

 

1 September 1986 :  
The first six users on BAFS's first operational day consisted of PTT Public Company 
Limited, Caltex Oil (Thailand) Ltd., Elf Aviation (Thailand) Limited, Mobil 
International Aviation and Marine Sales Incorporation Limited, The Shell Company of 
Thailand Limited and Esso (Thailand) Company Limited 

1990 

 

1 November 1990 :  
Kuwait Petroleum Aviation (Thailand) and Air BP were the 7th and 8th users which 
signed the User Agreements with BAFS at Bangkok International Airport 

1996 

 

23 December 1996 :  
BAFS received the ISO 9002 certification from Bureau Veritas Quality International 
(BVQI) and became the first aviation refueling service company in Asia to be awarded 
the ISO 9002 certificate. 
11 October 1996 :  
BAFS signed the Joint Investment Agreement with the New Bangkok International  
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 Table Case 7.A1  (Continued) 

  

Year  Significant Chronological Events 
   Airport Company Limited (NBIA) and the Industrial Finance Corporation of Thailand 
1996 

 

to establish a new company named Thai Aviation Refueling Company Limited, also  
known as TARCO. 
11 October 1996 :  
BAFS was authorized by the New Bangkok International Airport Company Limited 
(NBIA) to provide the main role in establishing a joint venture company to operate the 
hydrant system at Suvarnabhumi Airport. 

1999 

 

1 November 1999 :  
BAFS became the first service provider for refueling aircrafts at Samui Airport. The 
first flight was PG253, operating with an ATR 72 and flown from Samui to Phuket. 

2000 28 March 2000 :  
BAFS also became the first service provider for refueling aircrafts at Sukhothai Airport. 
The first flight was PG620, operating with an ATR72 and flown from Sukhothai to 
Siam Riep. 

2002 

 

5 November 2002 :  
BAFS is the first company in Thailand whose Corporate Governance was assessed by 
the Thai Rating and Information Services Company Limited (TRIS) receiving 7.39 out 
of 10 points. The points reflected BAFS's rating to be "Good to Excellent". 
5 November 2002 :  
BAFS was awarded the "Disclosure Award 2002" from the Securities and Exchange 
Commission (SEC). 
3 May 2002 :  
BAFS registered the change of par value from 10 Baht to 1 Baht. 
4 April 2002 :  
BAFS was listed on The Stock Exchange of Thailand and its shares were traded on the 
stock market for the first time. 
8 February 2002 :  
BAFS received ISO 9001: 2000 certification by Bureau Veritas Quality International 
(BVQI) to guarantee the International Standard Services 

2003 

 

21 November 2003 :  
The reassessment from the Thai Rating and Information Services Company Limited 
(TRIS) was given 8.08 out of 10 points -the "very good" rating. The result proved that 
BAFS had complied with the good corporate governance principles and had obviously 
improved from the year before. 
21 November 2003 :  
Airports Authority of Thailand Public Company Limited (AOT) announced the award 
for the Into-plane Service Agreements for two service providers, which are Bangkok 
Aviation Fuel Services Public Company Limited and the joint venture between Aircraft 
Service International Group (ASIG) and Novatech Company Limited. 
19 November 2003 :  
Once again BAFS was awarded the  "Disclosure Award 2003" from the Securities and 
Exchange Commission (SEC). 
15 October 2003 :  
Singapore Petroleum (Thailand) Limited (SPC) became BAFS's shareholder of 2%, 
considered as a user who did not hold our shares since the very beginning of the 
company's establishment. This is in accordance with the rules and regulations of BAFS, 
to waive the premium fee for users at Suvarnabhumi Airport. 

 1 October 2003 :  
M.R. Supadis Diskul, Managing Director, was reappointed for another four-year term, 
effective from October 1, 2003 to September 30, 2007. Thus, M.R. Supadis Diskul, 
became the first Managing Director who was selected via the nominating committee. 
15 September 2003 :  
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 Table Case 7.A1  (Continued) 

  

Year  Significant Chronological Events 
   BAFS signed the construction contract for Aviation Fuel Depot with CH. Karnchang 

Public Company Limited. The value of the contract is 992.14 million baht and 15.69 
million US dollars (VAT excluded). 
1 September 2003 :  
BAFS started its first e-auction for Aviation Fuel Depot construction at Suvarnabhumi 

 Airport. The contractor that won the bidding was CH. Karnchang Public Company 
Limited. 

 26 August 2003 :  
BAFS acquired TARCO through the purchase of 2.385 million shares (45 per cent) at 
the amount of 882.25 million baht from sellers, making BAFS the major shareholder at 
90 %. 
21 July 2003 :  
BAFS was awarded the Best Corporate Governance Report Award 2003 at the SET 
Awards 2003 from The Stock Exchange of Thailand. 
7 May 2003 :  
Singapore Petroleum (Thailand) Limited (SPC) became BAFS's new user at Bangkok 
International Airport. 
10 April 2003 :  
BAFS was awarded the "gold card" from the Thai Rating and Information Services 
Company Limited (TRIS) for earning 8.08 out of 10 points, the "Good to Excellent" 
rating. 

2004 

 

10 March 2004 :  
BAFS entered into an agreement with the Airports of Thailand Public Company Limited 
(AOT), whereby it has been granted a permission to provide the aviation fuel services at 
Suvarnabhumi Airport. 

2005 

 

7 October 2005 :  
H. R. H. Princess Maha Chakri Sirindhorn presented BAFS's Grand Opening Aviation 
Fuel Depot at Suvarnabhumi Airport. 
6 May 2005 :  
BAFS increased its registered capital from 340 million shares to 425 million shares 

2006 

 

29 December 2006 :  
BP Oil (Thailand) Limited became a new shareholder with a 2% share. 
5 December 2006 :  
On the occasion of His Majesty the King's Birthday, BAFS joined the event of 
welcoming the first Airbus 380 as well as servicing the refueling test of Jet A-1 by the 
dispenser and the refueller. 
1 October 2006 :  
BAFS earned a better rating from the Thai Rating and Information Services Company 
Limited (TRIS), by receiving 8.40 out of 10 points, the "Excellent" rating. 
1 October 2006:  
BAFS was one of the sixty-two companies which achieved the "Excellent" rating from 
IOD's (Thai Institute of Directors) assessment of good corporate governance. 
28 September 2006 :  
BAFS started its first commercial refueling service at Suvarnabhumi Airport. The first 
airline was Thai Airways International Public Company Limited. 
5 September 2006:  
M.R. Supadis Diskul, Managing Director, co-signed the new User Agreement with Mr. 
Mohd Aidnil Bin Abdul Razak, Managing Director of Petronas Retail (Thailand) 
Company Limited. 
1 September 2006:  
BAFS joined Suvarnabhumi International Airport systems test for international flights 
for all airlines, free of charge. 
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 Table Case 7.A1  (Continued) 

  

Year  Significant Chronological Events 
   29 July 2006:  

BAFS joined Suvarnabhumi Airport systems test for domestic flights with six airlines, 
free of charge. The first airline was Thai Air Asia, flight number FD3151. 
19 January 2006 :  
BAFS arranged a signing ceremony for long term User Agreements to provide storage 
and aviation refueling services at Suvarnabhumi International Airport and other related 
agreements with their major customer, Thai Airways International Public Company 
Limited and 9 oil companies, consisting of PTT Public Company Limited, Caltex Oil 
(Thailand) Limited, Esso (Thailand) Public Company Limited, The Shell Company of 

2006 

 

Thailand Limited, Air Total (Thailand) Limited, ExxonMobil Aviation Incorporated, 
Singapore Petroleum (Thailand) Company Limited, BP Oil (Thailand) Limited, and 
Petronas Retail (Thailand) Company Limited. 

2007 11 December 2007:  
BAFS receives the “Board of The Year for Distinctive Practices 2006/07” from the Thai 
Institute of Directors in recognition of The Board of Directors’ performing in 
accordance with good corporate governance principles and continuing social and 
environmental contribution. 
1 October 2007:  
BAFS changed the Combined User Fee from US Dollar to Thai Baht at Don Mueang 
International Airport, Samui Airport and Sukhothai Airport. Only Storage Fee and 
Hydrant Fee (stipulated by TARCO) have been changed from US Dollar to Thai Baht at 
Suvarnabhumi Airport. 
11 May 2007 :  
BAFS increased its registered capital from 425 million shares to 510 million shares. 
25 January 2007:  
BAFS expanded its ISO9001 to cover the new aviation fuel depot and aircraft refueling 
services at Suvarnabhumi Airport under the regulations of the Bureau Veritas Quality 
International. 
9 May 2007 :  
H.E. Mr. Palakorn Suwanrath, an Independent Director, was appointed to be a 
Chairman. 
25 March 2007:  
Domestic commercial flights with no connecting flights have been transferred back to 
Don Muang Airport. 
22 February 2007:  
The Board of Directors reached a resolution to reappoint Managing Director, M.R. 
Supadis Diskul, for another four-year term, effective from October 1, 2007 to September 
20, 2011 due to his high performance and achievement appraisal from the nominating 
committee. 
25 January 2007:  
BAFS  expanded its ISO9001 to cover the new aviation fuel depot and aircraft refueling 
services at Suvarnabhumi Airport under the regulations of the Bureau Veritas Quality 
International. 

2008 

 

30 July 2008:  
Mr. Suwatchai Patcharasaengthong, Electric Engineer of Bangkok Aviation Fuel 
Services Public Company Limited received Thailand Energy Award 2008 in recognition 
of the Excellence of New & Existing Building for Energy Efficient Purpose. This 
prestigious award was given by Lt Gen Poonpirom Liptapanlop, Energy Minister at 2nd 
floor Convention Hall, Chulabhorn Research Institute. 

 

 



623 
 

 

7.2  BAFS’ Ownership  

 

Since 1983, BAFS has been officially registered as the joint venture company 

involved in several enterprises in both the public and private sectors. At present, with 

the current shareholders, BAFS still operates under pioneering shareholders, such as 

Thai Airways (major shareholder), PTT, Shell, Esso, Chevron (Caltex), and  international 

banks as shown in Table Case 7.A2.    

 
 

Table Case 7.A2  BAFS’ ownership (only major shareholders given), as of 22April 2009 
 

Rank Major Shareholders
# Shares 

(Shares)
% Shares

1.  Thai Airways International Plc. 115,186,500 22.59

2. Esso  (Thailand) Plc. 36,000,000 7.06

3. PTT Plc. 36,000,000 7.06

4.  Shell Thailand Ltd. 36,000,000 7.06

5.  Chevron (Thai) Co., Ltd. 36,000,000 7.06

6. Airports of Thailand Plc. 25,200,000 4.94

7.  Air Total (Thailand) Ltd. 18,000,000 3.53

8.  Singapore Petroleum (Thailand) 10,200,000 2.00

9.  BP Oil (Thailand) Co., Ltd. 10,200,000 2.00

10.  THE BANK OF NEW YORK (NOMINEES) LIMITED 10,200,000 2.00

11.  UBS SECURITIES LLC-HFS CUSTOMER SEGREGATED NRBS 

ACCOUNT

9,990,880 1.96

12.  Dhipaya Insurance Public Company Limited 9,646,700 1.89

13. Bangkok Life Assurance Public Company Limited. 7,476,141 1.47

14.  STATE STREET BANK AND TRUST COMPANY FOR LONDON 7,181,071 1.41
 

 
Note:  small case = Thai investors, big case = foreign investors 
Source:  SETMART, 2009 
 

7.3 BAFS’ Service Stations: 

 

7.3.1  Don Mueang Service Substation 

  

The  Don  Mueang  Service  Substation  officially  opened  in  October  1986.  In 

accordance  with  the  Cabinet  resolution  in  1983  for  the  management  of  aircraft  fuel 

and  aircraft  refueling  service  at  Bangkok International  Airport  now  called  “Don 
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Mueang  International  Airport  (DMK)”.  The  Don  Mueang  Service  Substation  is  the 

sole  provider  of  aircraft  refueling  service  at  the  airport.  When  it  expanded  service 

provision  to  Suvarnabhumi  Airport on  September  28,  2006,  Don  Mueang  Airport 

became  an  airport  that  only  services  aircrafts  without  fixed  flight  schedules  such  as 

private airplanes, chartered aircrafts, state aircrafts and pilot schools’ aircrafts. Due to 

the  Cabinet’s  decision  on  February  16, 2007  for  domestic  carriers  with  fixed 

schedules  to  commence  point-to-point  flights  at  Don  Mueang  International  Airport, 

the  Don  Mueang  Service  Substation  has  been  servicing  an  average  of  85  additional 

flights per day since March 25, 2007. Moreover, the Don Mueang Service Substation 

provides service via the following systems: 

  

1.  The  Don  Mueang  Depot  is  situated  on  the  west  of  Vibhavadi-Rangsit 

Road,  Bangkok.  It  encompasses  the  company’s  head  office  and  the  offices  of 

companies  under  BAFS.  The  depot  receives  and  stores  Jet  A-1  fuel  sent  from  oil 

trading  companies  to  service  client  airlines.  The  depot  can  hold  approximately  19 

million  liters  of  aircraft  fuel.  It  has  an  automated  fuel  receiving-dispensing  system 

made up of four sets of Hydrants Pumps and automatic oil amount gauge for the tanks 

(Tank Gauging). The security system comprises of the fire extinguishing system, the 

closed-circuit television cameras system (CCTV System) and the perimeter intrusion 

detection system (Infrared Sensor Beam).  

2.  The Hydrant Pipeline Network functions in dispensing aircraft fuel from 

the depot through a 20-inch diameter pipeline under Vibhavadi-Rangsit Road which 

enters the airport and disperses to cover aircraft parking pits.  

3.  The Into-plane Services system facilitates dispensing of Jet A-1 fuel into 

aircrafts  by  means  of  Dispenser  vehicles,  the  Hydrant  system  and  the  Refueller 

vehicles,  the  latter  which  are equipped  with  large  oil  tanks  and  are  used  to  service 

aircrafts outside the Hydrant system 

  

7.3.2  Suvarnabhumi Service Station 

 

The  Suvarnabhumi  Service  Station  started  comprehensive  aircraft  refueling 

service  for  airlines  at  Suvarnabhumi  airport  on  September  28,  2006.  Because 
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Suvarnabhumi is one of the biggest airports in Asia, the Thai government has a policy 

to  make  it  the  center  of  air  transport  for  Southeast  Asia.  The  company  therefore 

developed  the  Hydrant  Pipeline  Network  to  another level  by  applying  aircraft 

refueling innovations, boosting the efficiency of the refueling service. Suvarnabhumi 

service station comprises five key components:  

 

1.  Suvarnabhumi  Depot  encompasses  63  rai  of  area  on  the  eastern  part  of 

Suvarnabhumi  airport.  It  is  crossed  in  the  middle  by  the  Nong-gnuhao  canal.  An 

office  building,  an  operations  building,  and  four  tanks  of  Jet  A-1  fuel  with  total 

capacity  of  60  million  liters  are  situated within  the  depot.  The  automated  fuel 

receiving-dispensing  system  comprise  eight  sets  of  Variable  Speed  Drive  Hydrant 

Pumps,  which  uses  the  inverter  technology  to  allow  for  Suvarnabhumi  Airport’s 

aircraft  fuel  demands  and  to  save  energy. Also  situated  within  the  depot  are  fire-

fighting  facilities,  a  closed-circuit  television  system,  and  a perimeter  intrusion 

detection  system.  In  addition  to  these,  the  company  has  also  installed  a  fiber-optic 

perimeter intrusion system capable of indicating the point of intrusion so that security 

personnel may move in to deal with intruders in a timely manner. 

Jet A-1 Supply Pipelines: The Suvarnabhumi Depot was designed to be able to 

take  in  Jet  A-1  fuel  from  two  channels  including  the  Bangchak  refinery  in 

Chongnonsee  and  various  refineries in Mabtaput-Si Racha. This  was  done  to  ensure 

that there are enough aircraft fuel for Suvarnabhumi airport’s demand. The oil is sent 

to Suvarnabhumi airport through pipes designed specifically for Jet A-1 fuel.  

2.  Into-Plane  Service  Substation  acts  as  a  control  center,  and  manages 

aircraft refueling work within Suvarnabhumi airport. All types of aircraft refueling are 

managed  through  the  control  center  for  aircraft  refueling  services.  The  Into-Plane 

Service  Substation  comprise  the  into-plane  service  office  building,  the  refueling 

vehicles maintenance building, underground fuel storage tanks equipped with  dispenser 

pumps, fuel dispensing spots for refueller vehicles and the Test & Calibration Station.  

3.  Hydrant  Pipeline  Network  is  a  network  of  high-pressure  fuel  pipelines 

buried  underground  and  spreading  throughout  the  aircraft  parking  area  at 

Suvarnabhumi  airport.  Jet  A-1  fuel  from  the  depot  is  channeled  through  hydrant 

pumps  into  the  hydrant  pipelines  and  then  to  each  of  the  119  parking  pits.  The 
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network is operated by Thai Aviation Refueling Co. Ltd., which was granted concession 

from Airports of Thailand.  

4.  Aircraft Refueling Vehicles: The last step for bringing jet fuel to aircrafts 

involve aircraft refueling vehicles, which are classified into two types comprising the 

‘dispensers’ and the ‘refuellers’. The two types of service vehicles are able to provide 

aircraft  refueling  service  for  every  airline  around  the  clock.  Determined  to  foster 

efficient  service,  the  company  brought  into  use  the  Aviation  Fuel  Management 

System so that efficiency and precision are maximized. The system is composed of:  

1)  Office  System:  The  Office  System  installed  in  the  Into-Plane 

Service  Substation  has  the  duty  of  preparing  information  for  and  regulating  the 

services  of  both  types  of  aircraft  refueling  vehicles,  in  addition  to  managing 

manpower and equipment resources to accommodate each airline’s fuel demand.  

2)   Vehicle Information System: The Vehicle Information System can 

take in service information either via USB Flash Drives or via Wireless Communication. 

The  service  personnel  need  only  indicate  the  flight  information,  aircraft  registration 

and parking pit before providing the refueling service. Upon completion of service the 

computer  inside  the  vehicle  records  all  information  of  the  refuel  and  automatically 

prints out a delivery receipt. 

 

7.3.3  Sukhothai Service Station 

 

The  Sukhothai  Service  Station  opened for  service  on  March  22,  2000.  It  is 

situated  on  about  0.5  rai  of  land  in  the  northern  part  of  Sukhothai  Airport.  It  has  a 

depot  capable  of  storing  25,000  liters  of  fuel,  and  provides  refueling  service  via 

refueller vehicles. 

 

7.3.4 Samui Service Station 

 

Samui  Service  Station  commenced  operation  on  November 1,  1999.  It  is 

situated on about 3 rai of area in the western part of Samui Airport on Samui Island, 

Surat-Thani  Province.  Its  depot  can  hold  about  1  million  liters  of  fuel  and  it  only 

provides aircraft refueling service via refueller vehicles with standard security system 
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and  closed-circuit  television  cameras system  (CCTV  System).  Samui  Island 

experiences continuous increases in tourist numbers and the airport is considered one 

with growth potential. 

 

Table Case 7.A3  Executive’s Respondent Profile Survey 
  

Attributes of Respondents  Percent  min.  max.  Means 
Standard 
Deviation Missing 

Gender        
male 100.0          
Education       
master degree 100.0         

 
Working Experience*  22  23  22.7         0.52   
21 - 25 yrs 100.0         
Total Working 
Experience*  25  35  29.3         3.78    
21 - 25 yrs 16.7         
Over 26 yrs 83.3         
Tenure Level  in the 
position*  1  23  8.8         8.67   1 
Less 1 yr 20.0       
2 - 5 yrs 20.0           
6 - 10 yrs 40.0           
over 16 yrs 20.0           
Total 100.0                

 

Note:  n= 6 ; * Minimum,  Maximum, Mean and SD based on raw data  
           before recode levels 
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Table Case 7.A4  Managerial Perceptions of Environmental Uncertainty 

 

Questionnaire Item Mean

Standard 

Deviation Mean

 Standard 

Deviation 

Customers
Their demand for existing products is 1.33         0.52         1.63            0.60              

Demand for new products is 2.83         1.17         2.52            1.11              

Demand for (oil/petroleum/ chemical/electricity-energy) product is 1.67           0.52           1.94              0.78              

Overall Mean 1.94           0.53           2.02              0.64              

Government regulatory agencies:

Changes in laws or agency policies on pricing are 3.33           0.52           2.84              1.12              

Changes in laws or policies on product standards or quality 3.00         0.89         2.38            0.99              

Changes in laws or policies regarding financial practices 2.67         0.82         2.60            1.02              

Changes in labor (personnel) laws or policies 3.17         0.41         2.46            0.86              

Changes in laws or policies affecting marketing and sales and 

distribution methods
2.50           0.84           2.65              0.99              

Changes in laws or policies on taxation collection (excise tax, 

subsidy) policy/procedures 3.67           0.82           2.84              1.11              

Overall Mean 3.06           0.23           2.62              0.78              

Suppliers of your raw materials –petroleum –crude oil, and 

The price changes are 3.00         0.89         3.08            1.20              

Quality changes 2.67           0.82           2.03              0.80              

Design (energy product) changes 2.67           0.52           2.10              0.87              

Introduce the new raw materials, components 2.50           0.55           2.22              0.92              

Overall Mean 2.71           0.37           2.36              0.70              

Competitors' actions:

Competitor's actions: price changes 3.50           0.84           2.35              0.99              

Competitor's actions: quality changes 3.00           0.63           2.27              0.95              

Competitor's actions: product design changes 2.83           0.41           2.33              0.84              

Competitor's actions: new products 2.67           0.82           2.38              0.94              

Overall Mean 3.00           0.22           2.33              0.78              

The financial/capital market:

Financial/capital market, interest changes 1.83           0.75           2.51              0.82              

Fin/cap market, financial instruments available 2.50           0.84           2.44              0.80              

Fin/cap market, risks management 2.17           0.41           2.63              0.97              

Overall Mean 2.17           0.55           2.52              0.71              

Stock Exchange of Thailand

SET, changes in mgnt control practices 3.50           0.55           2.46              0.91              

SET, changes in reporting conditions 3.33           0.82           2.30              0.87              

SET, changes in Corporate Governance procedures 3.33           0.82           2.33              1.00              

Overall Mean 3.39           0.65           2.36              0.87              

Technology

Technology, changes in your production techniques 1.83           1.33           1.92              0.70              

Technology, changes in work related with new IT support 2.00           0.63           2.19              0.78              

Overall Mean 1.92           0.86           2.05              0.64              

Natural resources scarcity

Changes in reserve or amount of natural resources (oil, coal, raw 

materials, etc)
2.50           0.84           2.19              0.82              

Overall Mean 2.50           0.84           2.19              0.81              

Aggregate mean all items 2.59           0.38           2.30              0.44              

 n =                6 64                              64

Cronbach's Alpha     0.79517 0.87900      

BAFS
ALL ENERGY -Item Statistics

 
   

Source:  Survey Executives of BAFS, 2009. 
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Table Case 7.A5  Executive Respondents’ Attitudes towards Strategic Leadership 

  

No. 1 2 3 4 5 Mean SD

1Our strategy emphasizes on exploiting opportunities  -      16.7     33.3     50.0  - 3.33 .816

2Our strategy emphasizes on maximizing profits  -      16.7     66.7     16.7  - 3.00 .632

3We believe innovation is more important than high profitability  - 50.0     33.3     16.7     - 2.67 .816

4Our strategy emphasizes on diversification to internationals     50.0     33.3     16.7  -   - 1.67 .816

5Our strategy reflects high level of flexibility in managing risks, 
political situation 

 - 66.7     33.3     -   - 2.33 .516

6Our strategy reflects high level of flexibility in managing risks, 
economic situation 

    16.7     16.7     33.3     33.3  - 2.83 1.169

7Our strategy reflects high level of flexibility in managing risks, 
financial situation 

 -   - 66.7     33.3     - 3.33 .516

8Top executives are like to take big financial risks 83.3     - 16.7     -   - 1.33 .816

9Top executives believe that high   risk, high return     66.7     16.7     16.7  -   - 1.50 .837

10Top executives are like to "pay safe"  -   - 16.7     66.7     16.7     4.00 .632

11Top executives encourage the development of innovation, 
marketing strategy 

 -   - 16.7     66.7     16.7     3.00 .632

12Top executives are like to implement certain plan  -   - 66.7     33.3     - 3.33 .516

13Top executives have articulated a clear vision/mission  -   -      66.7     16.7     16.7 3.17 .983

14We are never first -to-market with new products/services  -   -      50.0     50.0  - 3.50 .548

15We are always a late entrant in establishing the new market  -      33.3     66.7  -   - 2.67 .516

16We never enter, stable markets 16.7     16.7     66.7     -   - 2.50 .837

17Our firm is at the cutting-edge of technological innovation  16.7     - 66.7     16.7     - 2.83 .983

18We have a continuing overriding concern for lowering cost per 
unit 

16.7     50.0     16.7     16.7     - 2.33 1.033

19This organization is a flexible and continually adapting to 
change 

16.7     - 83.3     -   - 2.67 .816

20This organization is always moving towards ways of doing 
things 

16.7     16.7     66.7     -   - 2.50 .837

21Our strategy emphasizes in HR rather than anything else  - 33.3     50.0     16.7     - 2.83 .753

22People here are encouraged to take a long term view of their 
career with the firm 

 - 16.7     66.7     16.7     - 3.00 .632

23Our firm's structure, systems are well design for competition 16.7     16.7     66.7     -   - 2.50 .837

24As a member of SET, if shareholders are happy, nothing else 
matters 

 - 66.7     33.3     -   - 2.33 .516

25If the survival of a business enterprise is at stake, then ignore 
CSR 

66.7     33.3     -   -   - 1.33 .516

26The most important  is making profit, even it means breaching 
the rules 

66.7     33.3     -   -   - 1.33 .516

27Efficiency is much more important to our company than ethics, 
or CSR 

50.0     50.0     -   -   - 1.50 .548

Statements

Executives' Attitudes (%)

 

 

Note:  N=6; Cronbach’s Alpha = 0.8360 
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Table Case 7.A6  Employee’ Respondent’s Profiles 

Attributes of Respondents Percent min. max. Means Standard 

Deviation Missing

Gender 70.0

Male

Age

25-34 46.7
35-44 30.0
45-54 20.0
over 54 3.3

Education

below bachelor degree 6.7

bachelor degree 66.7
master or above 26.7

Working experience
less than 1 yr 3.3
2 - 5 yrs 30.0
6 - 10 yrs 23.3

Over 10 yrs 43.3

Total working experience* 2 35 3.07 8.853 3

Less than 5 yrs 7.4
6 - 10 yrs 44.4
11 - 15 yrs 14.8
16 - 40 yrs 33.3

Working group

production, marketing, sales, 

supply, logistics

56.7

finance, accounting, it, legal, 

procurement, HR

40.0

Others 3.3  

 

Note:  n= 30; * Minimum, Maximum, Mean and SD based on raw data before  

           recoding levels 
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Table Case 7.A7  Employee Attitudes towards Strategic Leadership 

 

 

Reliability

Statement 1 2 3 4 5 Mean SDCronbch's Alpha

Corporate Policy

1.1  Your organization has set a clear vision which 

is communicated  to employees   

-      -      -      40.0    60.0    4.60     0.50    0.83073           

1.2 Your organization has set a clear mission which 

is communicated    to employees

-      -      -      46.7    53.3    4.53     0.51    

1.3 Your organization has goal and work plan in 

quality development

-      -      3.3      50.0    46.7    4.43     0.57    

1.4 Quality development policy has caused some 

changes in working  process and increased your 

responsibility 

3.3      6.7      6.7      56.7    26.7    3.97     0.96    

1.5 Your organization has managed human 

resources to aid the  quality development

-      -      6.7      36.7    56.7    3.50     0.63    

1.6 Employees give a good cooperation in the 

quality development

-      3.3      23.3    70.0    3.3      3.73     0.58    

1.7 Your organization has sufficient resources to 

facilitate the quality   development 

-      3.3      23.3    66.7    6.7      3.77     0.63    

1.8 All employee levels have acknowledged the 

quality development  and understood their role 

-      10.0    43.3    43.3    3.3      3.40     0.72    

1.9 Your organization has been well structured that 

supports the  quality development  

-      -      3.3      26.7    70.0    3.67     0.55    

1.10 Top executives are icon of the organization’s 

success

-      3.3      26.7    56.7    13.3    3.80     0.71    

1.11 Top executives are your idol/ role model -      -      33.3    50.0    16.7    3.83     0.70    

1.12 Top executives have acted as committed in 

accordance with organization values and 

-      -      30.0    60.0    10.0    3.80     0.61    

1.13  Creating good relationship with customers is 

employees’   responsibility

-      -      -      43.3    56.7    4.57     0.50    

1.14  The organization structure has well facilitated 

the company operation

-      -      30.0    66.7    3.3      3.73     0.52    

1.15 The employees have rights in decision making  -      -      -      33.3    66.7    3.67     0.48    

1.16 Information system is efficiently utilized  -      -      33.3    60.0    6.7      3.73     0.58    

Employee's Attitude (%)

 

 

Note:  N =30; 1 means strongly disagree, 2 = disagree, 3= neutral, 4= agreed, and  

           5= strongly agreed. 
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Table Case 7.A8  Employee Attitudes towards the Internal Process 

 

Reliability

No. Statement 1 2 3 4 5 Mean SDCronbch's Alpha

Employees' Effeciency

2.1  You clearly understand your role and duty  -      -      3.3      66.7    30.0    4.27     0.52    0.83352           

2.2 You can correlate tasks with the organization 

success

-      -      3.3      73.3    23.3    4.20     0.48    

2.3 You understand your line manager expectation   -      -      23.3    63.3    13.3    3.90     0.61    

2.4 You can adjust way of working so as to 

facilitate the assignments  

-      -      16.7    53.3    30.0    4.13     0.68    

2.5 The organization is open to your initiation that 

leads to effective working 

-      -      16.7    63.3    20.0    4.03     0.61    

Loyalty to Organization 0.63802           

3.1 You are proud to tell others that you work with 

this organization

-      -      -      26.7    73.3    4.73     0.45    

3.2 You like your current job -      -      -      40.0    60.0    4.60     0.50    

3.3 You are confident in your organization’s 

prospect 

-      -      6.7      43.3    50.0    4.43     0.63    

3.4 Right now, you’re thinking to change your 

current work 

3.3      10.0    6.7      30.0    50.0    4.13     1.14    

Employee's Attitude (%)

 

 

Note:  N=30; 1 means strongly disagree, 2 = disagree, 3= neutral, 4= agreed, and 5=  
           strongly agreed. 
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Table Case 7.A9  Employee Attitudes towards Learning and Growth 

Reliability

No. Statement
1 2 3 4 5 Mean SDCronbch's Alpha

Training & Development 0.72102           

4.1 You get enough trainings in you job - 13.3 13.3 70.0 3.3 3.63     0.8

4.2 In the past year, you had opportunity to learn 

and develop yourself

- 6.7 10.0 76.7 6.7 3.83     0.6

4.3 You feel your job is challenging which has 

supported your learning 

- - 20.0 63.3 16.7 3.97     0.6

4.4 In the past year, you got learning from job 

issues and had chance to work with the team to 

solve the problem

- - 20.0 63.3 16.7 3.97     0.6

Career Development

5.1 Your current job has potentially driven you to 

grow in career path more than others jobs 

-      -      6.7      50.0    43.3    3.37     0.61    0.5634

5.2 Your organization has encouraged the 

employees to develop their knowledge in 

different ways.

-      -      16.7    53.3    30.0    4.13     0.68    

5.3 You feel that there is less opportunity to get 

promoted 

-      26.7    33.3    33.3    6.7      2.20     0.92    

5.4 You feel secured in your job 6.7      3.3      23.3    26.7    40.0    3.90     1.18    

5.5 You have opportunity to present outstanding 

job from the current role

-      10.0    6.7      33.3    50.0    3.23     0.97    

5.6 Your line manager has always supported your 

initiation and been in charge of your 

performance appraisal 

-      13.3    20.0    60.0    6.7      3.60     0.81    

Employee's Attitude (%)

 
 

Note:   N=30; 1 means strongly disagree, 2 = disagree, 3= neutral, 4= agreed, and  

             5= strongly agreed. 
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Table Case 7.A10  Employee Attitudes towards Learning and Growth 

 

Reliability

No. Statement
1 2 3 4 5 Mean SD Cronbch's Alpha

Satisfaction 0.4120             0.7197          

6.1 You are proud of your current responsibility   -      -      3.3      40.0    56.7    4.53     0.57    (if deleted 

6.6)

6.2 You want to continually stay on this position 

without boring

-      6.7      13.3    56.7    23.3    3.97     0.81    

6.3 You feel satisfied with the current job -      -      13.3    50.0    36.7    4.23     0.68    

6.4 Your department has always put the right job 

on the right person based on competency and 

-      -      30.0    66.7    3.3      3.73     0.52    

6.5 Your current job fits with your skill and 

knowledge

-      3.3      10.0    50.0    36.7    4.20     0.76    

6.6 Your organization is less likely to have office 

politics  

6.7      16.7    50.0    20.0    6.7      2.87     1.01    

Corporate Social Responsibility 0.85406           

7.1 Your organization has behaved in a socially 

responsible way

-      -      6.7      40.0    53.3    4.47     0.63    

7.2 Your organization has a useful role in society -      -      6.7      60.0    33.3    4.27     0.58    

7.3 Your organization has supported local 

communities

-      -      -      40.0    60.0    4.60     0.50    

7.4 Your organization has supported projects that 

benefits the society

-      -      3.3      53.3    43.3    4.40     0.56    

7.5 Your organization has products/services that 

are priced worth to quality

-      -      -      56.7    43.3    4.43     0.50    

Overall Performance 0.88069           

8 Overall, how do you agree with the 

organization’s operation 

-      -      6.7      66.7    26.7   4.20    0.55    

Employee's Attitude (%)

 

 

Note:  N=30; 1 means strongly disagree, 2 = disagree, 3= neutral, 4= agreed, and  

           5= strongly agreed. 

           Cronbach’s Alpha improved in case of dropping out for item 6.6; overall alpha  

           was based on recoded 3.4, 5.3  



635 
 

 

BIOGRAPHY 
 
 
NAME 
 

Mr. Vudhi Leelakusolvong 

ACADEMIC BACKGROUND 
 
 

 B.Sc. (Chemical Engineering) 
Chulalongkorn University 
Bangkok, Thailand 
 
 M.B.A.(Business Administration) Thammasart 
University, Bangkok, Thailand 
 
 Certified Professional Marketer (CPM) 
Asia-Pacific, Singapore 
 
Certified Marketing Management 
OTC (Scholarship), Yokohama, Japan 

 
PRESENT POSITION 
 

 
Deputy Chief Operating Officer 
The Beaches Thailand Co., Ltd. 
Amazon Falls Co., Ltd. 
Chonburi, Thailand 
 

EXPERIENCES 
 
1989-present 
 
 
 
 
 
 

 
2007-2009 
 
 
2006-2007 
 
1995-2005 
 
 
1984-1994 

 
 
Instructors/ Guest Speakers 
King Mongkut's University of Technology  
Thonburi Thammasart University 
Mahidol University, College of Management 
Kasetsart University 
Chulalongkorn University 
Marketing Association of Thailand 
 
Group Sales Director, Virgin BEC-Tero Radio 
(Thailand) Ltd. 
 
Vice President, Matching Studio Public Co., Ltd. 
 
Division Marketing, Business & Development 
Manager (South-East & West Asia), Coca-Cola  
 
Retail Automation & Project Manager, Esso 
Standard (Thailand) Public Co., Ltd. 

 




