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@34\ THE JOINT DOCTORAL PROGRAM IN BUSINESS ADMINISTRATION

‘: -~
3
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Graduate School of Business. National Faculty of Commerce and Accountancy, Faculty of Commerce and Accountancy,
Institute of Deve(lﬁpl)%nt Administration Chulalongkorn University Thammasat University

The JDBA Office

Faculty of Commerce and Accountancy
Chulalongkor University

December 24,1999
Dear Sir;

. Due to an extremely high competition in the real world business environment, studies relating to
international strategy and human resource management practices are important to the competitive
advantage of companies in the electronic industry. ecogmzm}g this urgency, Mr. Phongthep SnsoFachn, a
doctoral “student of the Joint Doctoral Program’in Business Administration cooperated by Chulalongkom
University, Thammsat University, and National Institute of Developmepnt Administration gNID , has
developed the research project for his doctoral djssertation under the topic Internpt#]onai strateqy, duman
[eSqu (fe mz;}nagement practices, and competitive a vantage: a Case study o the electroniC Inaustr
In Thailand.” Both Asso. Prof. Dr. Sununta Siengthai from the Asian Institute of Technology (AIT) and 1,
Prof. Dr. uthai Tanlamai from Chulalongkorn University, are advising this project.

Please kindIF}/ answer the enclosed questionnaire. For your convenience, a returned envelop with
stamp is provided Please be assured that your answer to every question in this research will be kept strictly
confidential. The finding of this study will be summarized to give an overall picture of the practices Pertamlng
to the mdustr?/. If you would like to have a copy of the summarized finding of this research, please fill out the
information at the end of this letter.

. Since %ou are at the top management level of your comPany, your management experience will give
important insights to the questions raised in this research project. I'hope you will give some of your valuable
time to respond to this questionnaire. Your participation in this study will definitely contribute to the success
of this research and help enhance the quality of academic research in Thailand. " Thank you in advance for
your time and contribution to this study project.

Sincerely yours,

Uthai Tanlamai, Ph.D.,
Professor of Information Systems

Telephone for contact: 4287298,4287299 Fax 4287297
Faculty of Commerce and Accountancy, Chulalongkorn University, Bangkok 10330.

Name of respondent; Position _
Company Telephone
Address

EPIease attach your business card, if you wish.) _
0 you want to have the research finding? [ '] Yes [ | No

he JDBA OFFICE : The Graduate School of Business Administration, National Institute of Development Administration (NIDA)
Bangkapi, Bangkok 10240, Thailand Tel.(662)377-7889, 377-7400-19 Ext. 2443,2267,2272,2278 Fax.(662)374-3282
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Graduate School of Business, National Faculty of Commerce and Accountancy, Faculty of Commerce and Accountancy,
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institute Deveé&;l)g}.\e)m Administration Chulalongkor University Thammasat University
JDBA
24 1999

Asian Institute of Technology (AIT)

Qfh. Lo
487984287299 4287297
10330
, [] [ ]

he JDBA OFFICE :The Graduate School of Business Administration, National Institute of Development Administration (NIDA)
Bangkapi, Bangkok 10240, Thailand Tel.(662)377-7889, 377-7400-19 Ext. 2443,2267,2272,2278 Fax.(662)374-3282
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uestionnaire of the research project “ International strategy, human resource management
Sracnces, competitive a vantagezja case stuay oP tﬁe elect%/ icS Industry In Thaﬁlan ’

This questionnaire consists of 4 sections. Please send back questionnaire in the provided envelop or
fax back to 428-7297.

4 A 1
428-1297

Section I: Company information. Al information will be kept confidential.
L a » a »

Person who answers ( ) and Position ( )

1. Name of your company ( )
Address ()
Tel. ()

2. If your company has headquarters, where itis (countries)
( , )

3. Percentage of nationality of shareholders. ( )
11 % . Nationality (

12 % : Nationality ( )
(
)

13 % . Nationality
14 Other (
Company established in year ( )
Number of total managers ( )
Number of foreign managers (

Nationalities of foreign managers ( )

7. Number of executives ( )
8. Number of foreign executives ( |
9. Nationalities of foreign executives ( )
10. Your major products ( )

11. Percentage of export if your company exports
( )

12. Return on sales ( )
[ ] lowerthan 0% ( 0%) [ ]0-5% [ ]51-10%
[ ]10.1-15% [ ]15.1-20% [ ] more than 20% ( 20%)
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2
Section 2: international strategy
2.
this section, Ie se answer th est|on .
each uest|o d ﬁ/ﬁere ISt owmg activity planned?”  Please give one answer for
each question.
« 1 « ”
1= atthe headquarters outside Thailand ( )
2 = at Thailand location ( )

3 = cooperation among the company in Thailand, headquarters and other subsidiaries

( , , )

Location ( )
1 2 .
Headguarters ~ Thalland a|I d + headquarters +0other
( " ? su sidlaries
) ) €«
,?? a )
1. Job description of management level 1 2 3
2. Human resource planning at management level 1 2 3
3. The assignment of high level managers 1 2 3
4. Personnel promotion for management level 1 2 3
5. Training programs for top level management 1 2 3
: f
. Incentive policy ! 2 3
7 . Inventory control 1 2 3
8. Internal auditing 1 2 3
9. Price setting policy 1 2 3
10. Marketing promotion plan 1 2 3
11. Marketing channel plan 1 2 3
12. Financial control 1 2 3
13. Production planning 1 2 3
14. Procurement for important raw materials 1 2 3

1
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Section 3. Competitive advantage

3
1. Number of new products sold in the past 5 years ( 5 )
[] none( ) []1-3 [ ]14-6

[ ] morethan 6 ( 6)

2. Number of new models sold the past 5 years ( 5

[ Jnone () []15 [ ]16-10

[ ]11-15 [] more than 15 ( 19)

3. Time response to market opportunity in months ( )

[ ] noresponse () [ ]0-3months () [ ]4-6 months ( )
[]79months () [ ]11-12 months( ) [ ] more than 12 ( 2 )
4. Percentage of returned products on total products sold ( )
[] 0.5% or below (0.5% ) [0.51-1.0% [ ]1.01-1.5%

[ ]151-2.0% []2.1-2.5% [ ] morethan 2.5% ( 2.5%)
5. Number of customer complaints in one month ( 1 )

[ ]none( ) [ ]1-5 [ ]6-10

[ ]J11-15 [ ]16-20 [ ] morethan 20 ( 20)

6. Percentage of defective products at final production

( « )

[10.5% or below (0.5% ) [10.51-1.0% [ ]1.01-1.5%

[ ]1.51-2.0% []2.1-2.5% [] morethan 2.5% ( 2.5%)
7. Ontime shipment to customers on average basis ( )

[ ]ontime according to schedule ( )

[ ] delay for 1-7 days from schedule ( 17 )

[ ] delay for more than 7 days from schedule ( 7 )

8. Return on investment (« )

[ ] lowerthan 0% ( 0%) [ ]0-5% [ ]5.1-10%

[ ]10.1-15% [ ]15.1-20% [ ] more than 20% ( 20)
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Section 4. Human resource management practices
4

this.section, . please answer this guestion, * How frequently do you perceive the following activities
be(:onducted%§ Eacﬂ item reguires a single answer of requeﬂcy. yaoyup J

0 =never; 1=less frequent..... 4=more frequent

«

0= cl= 4=

Employee participation ( )

1. yourcompany, decision-making is encouraged to be made by all levelsof 0 1 2 3 4

managers.
2. your company, employees are allowed to express opinion. 01 2 3 4
!

3. Your company offers programs to encourage employees to participate in 01 2 3 4

company’s activities.

4. Your company is open to receive employees'’ idea. 01 2 3 4

!

5. Your company encourages open discussion with employees. 01 2 3 4
. Your company allows employees to use better ways to achieve work 01 2 3 4

performance.

7. Your employees are encouraged to share responsibility. 01 2 3 4

8. Your company focuses on teamwork such as small group activity 01 2 3 4

9. Company allows employees to be involved with human resource development. 0 1 2 3 4

10. Your company allows employees to use new ways to achieve work 01 2 3 4
performance.



0 =never; 1=less frequent..... 4 =more frequent
0= ! ;1= . =

Clarity of work direction (

1. Your compa gtakes actions to assure employees understand the policy such as
salary po||cy and promotion pohcy

! ! ! !
1 ! '
2. Your company uses the clear direction in doing business.

!

3. Yourcompany uses job training program to provide job direction.

‘ !
4. Your company focuses on work instruction or standard procedure.

|

5. Your company uses orientation to help new employees familiar with work and
place.
RN Y
. Your company provides practices to clarify company’s purpose.
! !
7. Your company takes actions on employees to clearly understand company’s

pUIposE.
| | |

8. Your company takes actions to assure employees understand the practices such
as promotion practices and work practices.

Control ( )
1. your company, meeting is kept punctually.
! !

2. yourcompany, work performance is reported.

3. Company focuses on budget follow-up program.
!

4. your company, management focus on report system.

5. Your company uses strict quality control procedures.

|
. Company focﬁses of formal procedures to govern what employees do.

|

7. Company asshres report assessment occur in operating unit.

| |

8. Company fbcuses on fbrmal system to manage employees.

! !

9. Company focuses on monitoring system to keep close track  process.
! b
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0=never; 1=1less frequent....... 4 =more frequent
0= 1= =

Employee contribution ( 4 )

L

your company, employees’ creativity is recognized as
contribution to attain employees' achievement.

f

Your company has program to encourage employees' creativity.

your company, employees are told when good job is done.

Your company offers programs to encoura?e employees to
ach||etve work goals such as target sales or target production
quality.

your company, employees’ productivity is recognized.
Employees are willing to take actions to achieve goal.
Your company encourages employees to achieve.
Company encourages to gerjerate new idea to achieve work goal.

Coerany focuses on acquiring new challenge for attaining work
goal.

o
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0 =never; 1=less frequent...... 4 =more frequent
0= 1l =
Reward system at management level ( 7 a 7
1 Job promotion for managers is evaluated by better work 0 1 2 3 4
performance.
{( ?

2. your company, higher salary ~managers is based on higher 0 1 2 3 4
performance.

3. yourcompany, betterjob oPportunityof managers for 0 1 2 3 4
advancement iS hased on better performance.

4. Job promotion of managers is evaluated by work performance 0 1 2 3 4
rather than seniority.

#

5. Performance of managers is reviewed by job competence. 0 1 2 3 4
#

6. Personal growth of managers is evaluated by level of 0 1 2 3 4
performance.

7. Better performance of managers is the criteria for job promotion. 0 1 2 3 4
J
8. |Con|1panyopensopportunityforpersonal growth for management 0 1 2 3 4
evel,

9. Company opens opportunity for human development for 0 1 2 3 4
management level.

«



0=never; 1=less frequent...... 4 =more frequent
0= 1=, =
Employment security ( )
1. Your company uses long term perspective to maintain employment. 0 1

2. Your company makes effort to keep people employed even under crisis 0 1
condition for company’s business.

3. Your company keeps the right kind  employees inthe long term period. 0 1
4. Your company focuses on life time employment. 0 1
5. Your company focuses on secure employment. 0 1

6. Company maintains full-time employees even though it has business 0 1
problems.

o
—

7. Company uses practices to assure that employees feel secure intheir job.

Selection byjob competence ( )

1. your company, employees appear to be professional type; for example, they 0 1
think at least three year ahéad in their career.

3
2. Company uses job competence rather than social or family background as 0 1

criteria in hiring employees.
3. Company uses job competence to rotate employees to the new positions. 0"
4. Job skill is the only criterion in hiring people. 0 1

5. Your company screens employees for employment to ensure a match with 0 1
job competence.

6. Employees are selected to fill position by their job skill. 0 1
7. Employees at management level are achievement-oriented. 0 1
8. Job rotation is based on experiences and skills of selected managers. 0 1
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2

3

3

4

4

Thank you for your participation. Please return this questionnaire before January 30, 2000.

30 2543



APPENDIX : Statistical Output



Table L Total variance explained for employee participation

Component  Total

1.0 59

2.0 0480
3.0 04

40 0366
50 0256
6.0 0220
7.0 0220
8.0 0165

% of Variance  Cumulative %

73.869
5.995
5377
4577
3.196
2.748
2.176
2.1

% of Variance  Cumulative %
73.869 73.869

Total
73869 5.9
79.864
85.240
89.817
93.015
95.763
97.9

1.0

Table 2 Total variance explained for clarity of work direction

Component  Total

U1 W
coococoo

4.298
0.575
0.370
0.317
0.265
0.175

% of Variance Cumulative %

716
9.582
6.158
52
4423
2911

Cumulative %
716

% of Variance
716

Total
716 4298
81.218

87.377

926

97.0

1.0

Table 3 Total variance explained of employee contribution

Component  Total

1.0

o O W
coocoo

4312
0.4
0.448
0.358
0.2
0.142

% of Variance Cumulative %

71874
8.153
7470
5971
4170
2.362

Cumulative %
71874

% of Variance
71.874

Total
71874 4312
80.027
87.497
93.4
97.6

1.0

Table 4: Total variance explained for reward system at management level

Component  Total

00 —1 OO U1 GO RO
oo O O«

5219
0.743
0.6

0423
0.355
0.2

0.194
0.143

% of Variance  Cumulative %

65.240
9.293
7934
5.2
4434
3.607
2421
1782

% of Variance  Cumulative %
65.240 65.240

Total
65.240 5.219
74532
82.466
87.7
92.1
95.797
98.218

1.0



Table 5: Total variance explained for employment security

Component Total % of Variance Cumulative % Total % of Variance ~Cumulative %

. 585 76.424 76.424 4585 76.424 76.424
2000 0448 7471 83.895
3.000 0.392 6.530 90.425
4000 0.257 4278 94.703
5000 0.169 2.818 97521
6.000 0.149 2479 100.000

Table 6: Total variance explained for selection by job competence

Component Total % ofVariance Cumulative % Total % of Variance Cumulative %

. 561 71.220 71220 3561 71.220 71.220
2000 0.527 10541 81.761
3.000 0470 9.405 91.166
4000 0.240 4.8 95.966
5.000 0.202 4.034 10

Table 7: Total variance explained for control

Component Total % ofVariance Cumulative % Total ~ %ofVariance = Cumulative %

10 3442 57371 51371 3442 57371 57.371
20 0719 11.982 69.354

3.0 0629 104 79.844

4.0 0487 8.1 87 3

5.0 0383 6.378 94.3

6.0 0340 5.670 1.0
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Table 8 Total variance explains for discriminant valicity check for human resource

management pract|ces , _
Component  Total % of Cumulatve Total ~ %of  Cumulatve Total %of  Cumulative
Variance % Variance % Variance %

1.000 18.522 43075 43075 18522 43075 43075 6.862 15.958 15.968
2.000 3.991 9.281 52356 3991 9281 52.356 5533  12.866 28.824

3.000 2.825 6.569 58925 2825 6.5 58925 5440 12.652 41476
4.000 2.602 6.050 64975 2602 6.0 64.975 3947 9178 655
5.000 1678 3901 68.876 1678 3.1 63876 3.767  8.761 415
6.000 1409 3.271 72154 1.4 3.217 72154 3401 7.9 67.324
7.000 1.255 2918 75072 1255 2918 75072 3332 1.748 75.072

8.000 0.955 2.220 17292
9.000 0.845 1.965 79.257
10.000 0.794 1.846 81.103
11.000 0.715 1662 82.765
12.000 0.632 1471 84.236
13.000 0.572 1329 85.565
14.000 0521 1212 86.777
15.000 0.479 1113 87.890
16.000 0.466 1.083 88.973
17.000 0.429 0.999 89.972
18.000 0.397 0.923 90.895
19.000 0.381 0.886 91.781
20.000 0.346 0.805 92.586
21.000 0.337 0.783 93.370
22.000 0.288 0871 94.041
23.000 0.267 0.620 94,661
24.000 0.223 0518 95.179
25.000 0.215 0.499 95.678
26.000 0.206 0478 96.156
27.000 0.189 0.438 96.595
28.000 0.175 0.406 97.001
29.000 0.153 0.355 97.356
30.000 0.149 0.347 97.703
31.000 0.133 0.309 98.011
32.000 0.126 0.292 98.303
33.000 0.112 0.260 98.563
34.000 0.101 0.234 98.798
35.000 0.096 0.223 99.021
36.000 0.081 0.189 99.210
37.000 0.070 0.163 99.373
38.000 0.057 0.132 99.506
39.000 0.053 0.123 99.629
40.000 0.047 0.108 99.737
41,000 0.042 0.098 99.835
42,000 0.037 0.086 99.921
43.000 0.034 0.079 100.0
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Table 9 Eﬂuation }: Dependent variable: Process innovation:

Independent variable: standaraization strategy and Employee contribution
R 0671
R Square 0.450
A(yusted R Square 0.439
std. Error of the Estimate 0.851
Change Statistics R Square Change 0.048

F Change 8.751

dfl 1.000

df2 100.000

Sig. F Change 0.004

Regression Residual  Total
Sum of Squares 50.341 72498 131.840
df 2 100 102

Mean Square 29.670 0.725
F 40.926
Sig. 0
(Constant) Standardization Employee
. N strategy contribution

Unstandardized Coefficients B 3.736 -1.499 0.340
. N Std. Error 0.3569 0.269 0.115
Standardized Coefficients Beta -0.492 0.261
t 10.468 -5.568 2.958
S|Sg. _ 1E-18 2.17E-07 0.004
95% Confidence Interval for B Lower Bound 3.028 -2.033 0.112
, Upper Bound 4.444 -0.965 0.567
Correlations Zero-order -0.634 0.529
Partial -0.486 0.284
o o Part -0.413 0.219
Collinearity Statistics Tolerance 0.705 0.705

VIF 14194 1419



responsiveness

strategy

Table 10; Equation 2: Dependent variable: Product |nnovat|on
nde£enden V nalfle standardization strategg National re
Ingr flon with loca [ESPONSIVENess Strategy, nd Selection |0
R 0.615
R Square 0.378
A(yusted R Square 0.360
std. Error of the Estimate 0.664
Change Statistics R Square 0.034
Change
F Change 5.403
dfl 1.000
df2 99.000
Sig. F 0.022
Change
Regression  Residual  Total
Sum of 26.603  43.694 70.297
Squares
df 3.000 99.000  102.000
Mean Square 8.868 0441
F 20.092
Sig. 0.000
(Constant) Selection by Standardization National
job strategy
competence
Unstandardized B 2.122 0.337 -1.037
Coefficients
Std. Error 0.349 0.101 0.246
Standardized  Beta 0.313 -0.466
Coeff|(:|ents
, 6.071 3.325 -4.221
S|%. 0.000 0.001 0.000
95% Lower Bound 1.428 0.136 -1.524
Confidence
Interval for B
_ Upper Bound 2.815 0.539 -0.549
Correlations Zero-order 0.516 -0.510
Partial 0.317 -0.391
Part 0.263 -0.334
Collinearity Tolerance 0.708 0.516
Statistics
VIF 1413 1.940

-0.375

0.161

-0.222
-2.324

0.022

-0.694

-0.055

0.093

-0.227
-0.184

0.688
1453

145

%IVGHESS strategy, Global
competence
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Table 11 Equation 3. Dependent variable; Productivity;
In eﬁ)enden vanab?e: stgn[(]ar&zatmn strateqy, Re\/zard system at management level,

Employment securit
R POy ) 0.64/
R Square 0419
A(yusted R Square 0401
std. Error of the Estimate 0.604
Change Statistics R Square Change 0.032
F Change 5471
dfl 1.000
df2 99.000
Sig. F Change 0.021
Regression Residual Total
Sum of Squares 26.034 36.128  62.163
df 3000 99,000  102.000
Mean Square 8.678 0.365
F 23.780
Sig. 0.000
(Constant) Standardization Reward Employ-
strategy systemat  ment
|manlagement security
eve
Unstandardized Coefficients B 1431 -0.737 0.294  0.206
_ N Std. Error 0.405 0.195 0114  0.088
Standardized Coefficients Beta -0.352 0229 0219
t 3532 -3.782 2586 2339
Sgg. . 0.001 0.000 0011 002
95% Confidence Interval for B Lower Bound 0.627 -1.124 0.068  0.031
. Upper Bound 2.235 -0.350 0520  0.381
Correlations Zero-order -0.566 0478  0.504
Partial -0.355 0252 0.229
o o Part -0.290 0198  0.179
Collinearity Statistics Tolerance 0.677 0.750  0.670

VIF 1478 1334 1492



Table 12: Scheffe test for 7 ANOVA tests

Dependent Variable (0 type ofstrategy  (J) type of strategy
1.000 2.000

Clarity of work
direction
1.000
2.000
Employee 1.000
contribution
1.000
2.000
Selection by job 1.000
competence
1.000
2.000
Control 1.000
1.000
2.000
Employee 1.000
participation
1.000
2.000
Reward system at 1.000
management level
1.000
, 2.000
Employment security 1.000
1.000
oL 2.000
Note: 1= Standardization strate
2= Niatlonal responswene
3=(Clonal Integ

gy
S strate
ation with local re

3.000
3.000
2.000

3.000
3.000
2.000

3.000
3.000
2.000
3.000
3.000
2.000

3.000
3.000
2.000

3.000
3.000
2.000
3.000
3.000

Mean Difference (I-J)

-1.325

-1.429
-0.103
-1219

-1421
-0.202
-1.032

-1.246
-0.214
-0.269
-0.262
0.007
-1.272

-1402
-0.130
-0.610

-0.945
0.335
-1.206
-1.044
0.161

gzonsiveness strategy

0.151

0.175
0.133
0.202

0.234
0177
0.179

0.208
0.157
0.150
0173
0.132
0.184

0.214
0.162
0.146

0.170
0129
0.195
0.225
0171

std. Eror ~ Sig.

0.000

0.000
0.739
0.000

0.000
0.526
0.000

0.000
0401
0.204
0.323
0.999
0.000

0.000
0.725
0.000

0.000
0.038
0.000
0.000
0.642
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