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ABSTRACT

Employee creativity management capability is regarded as an important driving
force to enhance business competitiveness and to generate sustainable business. The
research aims to investigate the influence of five dimensions of employee creativity
management capability (new ideas generation orientation, working practice originality
implementation, novel operational method awareness, job improvement value focus,
and creative solution usefulness competency) on corporate sustainability through
the mediating effects of organizational innovation, organizational productivity,
organizational excellence, business competitiveness, and firm success. The five
antecedents including vision for proactive operations, top management support,
organizational learning culture, and continuous environmental change are also
investigated. Additionally, technology growth is the moderator of the aforementioned
relationships. The resource-advantage theory and the contingency theory are applied
to explain the relationships among these variables. The samples are 139 managing
directors of furniture exporting businesses in Thailand. Multiple regression analysis
is used to verify hypotheses tested.

The results indicate that new ideas generation orientation has a more
positive influence on organizational innovation, than working practice originality
implementation, and creative solution usefulness competency respectively. The working
practice originality implementation in the most important dimension that influence on
organizational productivity and organizational excellence, which in turn positive affect

business competitiveness and firm success. Job improvement value focus has the
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strongest effect on business competitiveness. While, creative solution usefulness
competency has the strongest impact on firm success. The results also demonstrate

the relationships among business competitiveness, firm success, and corporate
sustainability. Moreover, the antecedents, such as top management support,
organizational learning culture, and vision for proactive operations have an influence
on employee creativity management capability. However, technology growth does not
play a moderating role on the relationships between the antecedents and each dimension
of employee creativity management capability. The contributions to theoretical and
managerial implications, conclusions, and suggestions for future research are also

discussed.
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CHAPTER |

INTRODUCTION

Overview

The rapidly changing of extremely competitive markets has created
opportunities and challenges for firms. Therefore, the firm typically attempts to create
and maintain the firm success and business competitiveness. The firm needs to continue
generates and develop creativity, which can upgrade distinctive competencies of the
firm by devising new products and service to respond to consumer demand (Vicenzi,
2000). The changing of firm is a challenge that must adapt and compete with creativity,
which is an important driving force behind gaining organizational success. It requires
the creative development of an employee and expands their ideas for the operation of
the organization (Yang, Lee, and Cheng, 2016). Encouraging creativity can be essential
for business excellence and sustainability, which many firms have tried to use various
creative ideas to improve and develop firms to achieve effectiveness and efficiency,
such as the ability to create new products (Huang, Krasikova, and Liu, 2016). Creativity
to generate new approaches in business is an important requirement for existing
resources implementation due to creativity is the core driver of the organization
effectiveness (Amabile and Khaire 2008; Basadur and Hausdorf 1996). Creativity is
invaluable and the indispensable resource and has become the core resource for
achieving organizational success, which can be gained by managing and supporting
employee creativity. It is also at the heart of increasing and generating competitive
advantage that an organization can achieve advantage over its competitors (Amabile
et al., 1996; Quinn and Rohrbaugh, 1981). Increasing creativity has generated
opportunities for organizational success and responds to the emerging challenges of
fast-changing business environment, which is enhancing the ability to gain a long-term
competitive advantage (Oldham and Cummings, 1996; Woodman, Sawyer, and Griffin,
1993).

Creativity refers to the process of developing that is both novel and has useful
ideas, involved with products, services, and procedure or processes of the organization
(Amabile et al., 1996; Zhou and Shalley, 2003).The creativity dimension of the
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organization is the process of novelty, benefit, and appropriate ideas, for use in
problem-solving and increasing its effectiveness. The creativity dimension of an
individual is a personal characteristic by which one can think of a variety of perspectives,
has flown, has flexibility, can link and have originality that are key factors in generating
innovation for organizational success (Amabile et al., 1996). Creativity are key factors
of organizational development that are consistent with McGregor (2007) who suggested
that many successful organizations focus on the creative use of personnel to create
organizational innovation and creativity involved in all activities of the operation.
Guilford (1980) explained that people can think endlessly, which a positive thinking is
creating innovation. These ideas are advanced skills and a systematic process consists
of originality, fluency, flexibility, and elaborate thinking. Those persons have the
creativity to find new ideas from existing data and links to information.

Increasing creativity is one of the crucial issue and challenges that make
organizations adapt to compete with other firms and can makes a difference in the
delivery of goods or services, which create the greatest consumer satisfaction (Vesela
and Klimova, 2014; Yang, Lee, and Cheng, 2016). The organization will survive in the
future under the conditions of rapid change depends on the creativity and potential
draw of an organization and will not adhere to traditional rules that have limited the
imagination of the employees in organizations. Many organizations have an idea to
convert knowledge or creativity within an organization which, as property, is like
intangible assets to benefit economically or establish a commercial advantage (Joo,
Yang, and McLean, 2014). Developing creativity in the workplace does not depend
on the perspective of traditional jobs is an essential aspect of creativity. It is due to the
creative work begun by employees that have generated powerful new ideas for any job
in any organization (Madjar, Oldham, and Pratt, 2002). Also, creativity is a complex
ongoing process involving the generation of new ideas, which are both the production
of original and valued outcomes (Amabile, 1988; Drazin, Glynn, and Kazanjian, 1999).
Most organizations realize that creativity is necessary for the organization, which leads
to a creative organization (March, 1991). Organizations are using the right strategy in
the present and in the future that do not have to face the end of competitive advantage
from another business (McGrath, 2013).Organizations can promote creativity in
employees by the stimulation of creativity within organizations to gain and maintain a
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competitive advantage (Amabile et al., 1996; Woodman, Sawyer, and Griffin, 1993).
Employee creativity can bring the greatest benefit to the organization by building
competitive advantages through increased market share and innovation (Amabile, 1997;
Kim, Hon, and Lee, 2010).

Enhancing employee creativity is widely recognized as a crucial component
for the organization's survival or to achieve competitive advantage (Amabile, 1988;
Burnside, 1990). Most organizations attempt to find various ways to support and
promote employee creativity, which are supporting funds, materials, facilities, times,
and spaces for the employee to find creativity (Hirst, Dick, and Knippenberg, 2009;
Zhou and George, 2001).The pace of technological, cultural, demographic, and
economic changes are an increasingly important element of the knowledge-based
economy. Employee creativity has become major factor of organizations that is a great
advantage to enrich an organization's core competences (Prahalad and Hamel 1990),
support survivability of the organization, and maintain the sustainability of competitive
advantage in the global marketplace (Amabile, 1996; McGrath, 2013; Porter, 1998;
Xia and Tang, 2011). Employee creativity provides an understanding about the
production of novel and useful ideas that are giving priority to develop products,
services, and work processes, that are critical factors of continuous improvement to
achieve long-term organizational success (Amabile, 1988; Oldham, 2003; Oldham and
Cummings, 1996; Shalley, 1991). Research on employee creativity was acknowledged
as creativity that is the outcome which emerged from the relationship between
contextual factors and individual factors (Woodman, Sawyer, and Griffin, 1993).

Although the work on employee creativity has been studied in diverse
disciplines for the past decade, a substantial amount, studying employee creativity,
has focused on the individual level (Guilford, 1967; Zuckerman and Cole, 1994). At the
level of organization, creativity is a necessary factor in building an effective high
performance (Weinzimmer, Michel, and Franczak, 2011). Nevertheless, there is little
empirical evidence on employee creativity at the organization level and it rarely
considers the perspective of management capability. The key consideration of this
research explores the extent to which the different perspectives study a firm's

management capability to enhance employee creativity.
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The main purpose of this research is to investigate the impact of employee
creativity management capability on corporate sustainability. This research proposes
that when firms fully utilize employee creativity management capability, it can help
organizations improve efficiency and opportunity responsiveness. It can also help
organizational adaptation to environmental changes, long-term sustainable growth,
and intensify competition (Unsworth, 2001). These demonstrate the important role of
employee creativity management capability that can be used as a competitive weapon
to build and maintain a sustainable competitive advantage.

Within the context of this research, employee creativity management capability
is defined as an organization's ability that encourages employees to produce ideation,
utilize behavioral patterns in routine activity, improve a task or activity performance,
perform the basic functional activities of the firm, and effectively solve problems,
which are creating a fresh perspective that can bring the foremost benefit to an
organization. This research endeavors to build more understanding of employee
creativity management capability that is developed in five dimensions: new idea
generation orientation, working practice originality implementation, novel operational
method awareness, job improvement value focus, and creative solution usefulness
competency. Additionally, employee creativity management capability is expected
to directly affect corporate sustainability through the relationship of organizational
productivity, organizational innovation, organizational excellence, business competitiveness,
and firm success. The antecedents of employee creativity management capability are
vision for proactive operations, top management support, organizational learning
culture, and continuous environmental change. Furthermore, technology growth is
proposed to moderate the relationships of the conceptualization model.

The furniture exporting businesses is largely depending on creative skills
which originate from creativity, skill, and talents of employees that are the driving force
for a process of high-volume production in countries such as Thailand, Malaysia, and
Vietnam (Rampal and Nizam, 2006). Over the years, the furniture manufacturing
industry in Thailand, Malaysia, Indonesia, and Vietnam have been growing rapidly

and are extremely important to rapid economic growth, which has seen evidence from a
large increase in employment and income (Ratnasingam, loras, and Abrudan, 2012).

Creativity and design are important competitive tools for the furniture manufacturing
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industry, and has become one of the major economic resources to grow and contribute
to economic growth (Scott, 1999; 2001). The furniture exporting businesses is one of
Thailand's potential industries and development opportunities in many respects.
Thailand has the creative abilities of employees, in which there is an increase in the
overseas market demand. The government has a policy to develop Thailand's furniture
industry in expanding production and international markets. Moreover, Thailand has
the advantage of infrastructure facilities, has cultural diversity, and a gorgeous, and
valuable culture, which are a significant cost to applying creativity in work. Moreover,
the opportunity of economic integration of the ASEAN Economic Community or AEC
in market liberalization increases the positive impact of the furniture exporting business
in Thailand. Because Thailand's furniture exports is large businesses and an area with
growth potential, Thailand’s Ministry of Commerce and the Department of Export
Promotion are operating to establish Thailand as an Asian furniture export hub for
furniture product exports (Decharat, 2014).

Thailand's furniture exports in January through December 2015 was valued at
U.S. $1050.94 million and Thai exports are likely to expand by 3 percent, which
Thailand's furniture exports and related products are big business and potential growth
opportunities (Department of International Trade Promotion, Ministry of Commerce,
2016). Building a strengthened furniture exporting businesses in Thailand wrests market
share, this increases continuously. Thailand's furniture industry should focus on
enhancing the development of standards for products in both production and management.
For development of production systems that are more standardized, the development of
production technology improves product and service quality as well as the development
of a highly-skilled workforce which is composed of creativity, design and technology.
Thus, the importance of industrial development by providing support to raise production
from mass production develops into the consumer market with high purchasing power
in a niche market. In giving priority to the development of the design, the trend is for
the needs of the consumer market, and for improving the product to conform to the
lifestyle of the customer. This includes opening new markets through more sales
channels that receive increasing incomes and foreign currency in intensified competition
that encourages the export furniture industry to enhance competitiveness to achieve

more sustainability.
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This research attempts to investigate the relationships among employee
creativity management capability, antecedents, consequences, and moderators in the
context of the Thai furniture exporting business by utilizing two theories, including
the resource-advantage theory and contingency theory to explain the conceptual
model. Firstly, the resource-advantage theory, as focusing on survival and a wealth
of business in the future, realizes market activity orientation. The theory is focused on
creating a competitive advantage by using administrative resources that are worth the
cost and are for efficiency (Hunt and Morgan, 1995). Manufacturing importance is
different from the competitor and concept of originality which are different ways.
This is to serve as a starting point for product development. Customer demand
response differs from competitors (Kirca, Jayachandran, and Bearden, 2005).

This theory is applied to explain the relationships among each of five dimensions of
employee creativity and its consequences. Finally, the contingency theory is a concept
that depends on the situation or a concept to determine the structure of the management
and organization control systems.The contingency theory is largely dependent on the
circumstances and the nature of the external environment that affect organizational
operation, or different ways of organizations, which face a different situation and
require different management methods (Fiedler, 1967). This theory is applied to
explain the relationships among the antecedents of employee creativity management
capability, each of five dimensions of employee creativity management capability,

and the moderating effect.

Purposes of the Research

The main purpose of this research is to investigate the relationship between
employee creativity management capability and corporate sustainability. The specific
research purposes are also as follows:

1. To investigate the influence of each of five dimensions of employee
creativity management capability (new ideas generation orientation, working practice
originality implementation, novel operational method awareness, job improvement
value focus, and creative solution usefulness competency) on organizational innovation,
organizational productivity, organizational excellence, business competitiveness, and

firm success,
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2. To examine the influence of organizational innovation on organizational
productivity, organizational excellence, business competitiveness, and firm success,

3. To explore the influence of organizational productivity on business
competitiveness, and firm success,

4. To inspect the influence of organizational excellence on business
competitiveness, and firm success,

5. To examine the influence of business competitiveness on firm success
and corporate sustainability,

6. To explore the influence of firm success on corporate sustainability,

7. To investigate the impacts of vision for proactive operation, top
management support, organizational learning culture, and continuous environment
change on each of the five dimensions of employee creativity management capability,
and,

8. To test the moderating effect of technology growth on the influence of
vision for proactive operations, top management support, organizational learning
culture, and continuous environmental change on each of the five dimensions of

employee creativity management capability.

Research Questions

The key research question is, “How does employee creativity management
capability relate to corporate sustainability?”” Moreover, specific research questions are
as follows:

1. How does each of five dimensions of employee creativity management
capability (new ideasgeneration orientation, working practice originality implementation,
novel operational method awareness, job improvement value focus, creative solution
usefulness competency) have an effect on organizational innovation, organizational
productivity, organizational excellence, business competitiveness, and firm success?

2. How does organizational innovation influence organizational
productivity, organizational excellence, business competitiveness, and firm success?

3. How does organizational productivity influence business competitiveness

and firm success?
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4. How does organizational excellence influence business competitiveness
and firm success?

5. How does business competitiveness influence firm success and corporate
sustainability?

6. How does firm success influence corporate sustainability?

7. How do vision for proactive operations, top management support,
organizational learning culture, and continuous environmental change influence each of
the five dimensions of employee creativity management capability?

8. How does technology growth moderate the influence of vision for
proactive operations, top management support, organizational learning culture, and
continuous environment change which influence each of the five dimensions of

employee creativity management capability?

Scope of the Research

There are two theories explaining the phenomena in the research, including the
resource-advantage theory and the contingency theory. All theories demonstrate the
relationships among five dimensions of employee creativity management capability,
its antecedents, its consequential and its moderator constructs. First, the resource
advantage theory describes the relationships among each of five dimensions of
employee creativity and its consequences (organizational productivity, organizational
innovation, organizational excellence, business competitiveness, firm success, and
corporate sustainability). Second, the contingency theory is applied to explain the
relationships among the antecedents of employee creativity management capability
(vision for proactive operation, top management support, organizational learning
culture, and continuous environmental change) and each of the five dimensions
of employee creativity management capability. It is also applied to explain the
relationship of the moderator variable of technology growth in the relationships
among the antecedents of employee creativity management capability and each of
five dimensions of employee creativity management capability. This research proposes
the theory interaction to describe the relationship of each variable to examine and to

answer the research questions and objective. Additionally, the questions and objective
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are answered by analysis which is based on the data collection from samples of
furniture exporting businesses in Thailand.

The conceptual framework of this research illustrates the relationships among
employee creativity management capability, its antecedents, consequences, and
moderators. Employee creativity management capability is defined as an organization's
ability that encourages employees to produce ideation, utilize behavioral patterns in
routine activity, improve a task or activity performance, perform the basic functional
activities of the firm, and effectively solve problems, which are creating a fresh
perspective that can bring the foremost benefit to an organization (Zhou and George,
2001). It includes five dimensions, namely, new idea generation orientation, working
practice originality implementation, novel operational method awareness, job
improvement value focus, and creative solution usefulness competency.

This research proposes that when firms fully utilize employee creativity
management capability, it can help increase organizational productivity, organizational
innovation, organizational excellence, business competitiveness and firm success that
lead to corporate sustainability. Moreover, there are both internal and external factors
of organizations that are associated with employee creativity management capability.
Likewise, the antecedent constructs of employee creativity management capability are
composed of internal factors and external factors: vision for proactive operation, top
management support, organizational learning culture, and continuous environmental
change. In addition, this research examines the moderating roles of technology growth
on the relationships among vision for proactive operation, top management support,
organizational learning culture, continuous environment change, and five dimensions
of employee creativity management capability.

This research focuses on the effects of employee creativity management
capability on corporate sustainability in the context of the furniture exporting business
in Thailand. The data for the research are collected from a mail questionnaire survey.
The managing directors or managing partners of furniture exporting business in
Thailand are key informants. Regression analysis is employed to test and examine the
hypothesized relationships.

In conclusion, the scope of this research consists of four main parts. The first is
to investigate the effect of employee creativity management capability on organizational

~ Mahasarakham University



10

productivity, organizational innovation, and organizational excellence. The second is

to investigate the effect of organizational productivity, organizational innovation, and

organizational excellence on business competitiveness and firm success. The third is to

investigate the effect of business competitiveness and firm success on corporate
sustainability. Finally, the fourth is to examine the relationship among four
antecedents and each dimension of employee creativity management capability,

including the moderating effect of technology growth.

Organization of the Dissertation

This research is organized into five chapters. Chapter one provides an overview

and motivation of the research, the role of employee creativity management capability,

the purposes of the research, the research questions, the scope of the research, and the
organization of the dissertation. Then, chapter two reviews the relevant literature on
employee creativity management capability, explains the theoretical framework to
describe the conceptual model and the relationships among the different variables,
and develops the related hypotheses for testing. Chapter three discusses the research
method, including the sample selection and data collection procedure, the variable
measurements of each construct, the development and verification of the survey
instrument by testing reliability and validity, the statistics and equations testing the
hypotheses, and the table summarizing the definitions and operational variables of
the constructs. Chapter four demonstrates the empirical results and discussion in full
detail. Finally, chapter five presents the details of the conclusion, the theoretical and

managerial contributions, limitations, and direction for further research.
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CHAPTER II

LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK

The previous chapter provides a situation overview of employee creativity
management capability that is comprised of research objectives, research questions,
and the scope of the research. Moreover, this chapter attempts to provide details of
employee creativity management capability that includes a theoretical foundation,
literature review, the conceptual framework, and the hypotheses development. The
hypotheses are proposed to be investigated to answer the research objectives and the
research questions. This chapter is divided into three sections. The first section
represents an introduction to the theoretical perspectives in this research. The second
section provides the previous literature that is directly relevant to all the constructs
of the conceptual framework, the definitions, and the previous research on the area
of employee creativity management capability in the context of furniture exporting
businesses in Thailand. The final section presents the conceptual model of hypotheses
relationships among employee creativity management capability and its antecedents
and consequences. Moreover, the final section also provides an understanding of the

hypotheses development.

Theoretical Foundation

Base on the relevant literature on employee creativity management capability,
little empirical research has investigated the relationship among employee creativity
management capability and its antecedents and consequences. This research attempts to
integrate theory to explain the complete phenomena by utilizing two theories to back up
these relationships. The perspective of employee creativity management capability is
dominated by the resource-advantage theory and the contingency theory, which stress
the importance to describe the aforementioned relationships. This research unites the two
theories by utilizing explanation, prediction, and description, and making connections
through all variables. Each theoretical framework is detailed as follows to generate the
greatest possible benefit and provides suggestions for employee creativity management

capability.
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Resource-Advantage Theory

The resource-advantage theory (R-A theory) is the main theory explaining
employee creativity management capability. The resource-advantage theory develops a
general theory of competition that explains the concepts of the competition process. The
resource-advantage theory has evolved in a substantial number of disciplines, consisting
of general business (O’Keeffe, Mavondo, and Schroder, 1998), marketing (Hunt,
Lambe, and Wittmann, 2002), economics (Hunt, 1997), ethics (Arnett and Hunt 2002),
and management (Hunt and Lambe, 2000). The resource-advantage theory was first
developed in 1995 by Hunt and Morgan (1995) who suggested considering and creating
a competitive advantage that would not be a domination, an imitation, a replacement, or
a core innovation. It forms the perspective of comparative advantage that leads to the
resource-advantage theory of Hunt and Morgan (1997). The resource-advantage theory
has recognized the importance of the source of sustainable competitive advantage.
Organizations need to have market segments, firm resource heterogeneity, comparative
advantage of firm resources, and advantageous positions in the marketplace (Hunt,
1997).

The resource-advantage theory that originated from the combination of two
theories comprises the heterogeneous demand theory (Alderson, 1957) combined
with the resource-based theory to be assembled into a new theory of competition. Hunt
(2002) demonstrates the perspective of the resource-advantage theory that contains both
heterogeneous and imperfectly mobile resources as a combination of concepts fundamental
to the resource-based view. The resource-advantage theory refused to search for
equilibrium that is the framework based on the resource-based theory.

The resource-advantage theory is continuous competition with other firms to
gain comparative advantages of resources such as superior financial performance and
market segment. Using the resource-advantage theory as a theory distinguishes that
which is gained from the comparative advantages of the resources that can bring the
greatest benefit to a firm by the exploitation of resources that are key factors essential to
a firm's superior performance. Moreover, the resource-advantage theory is the decisions
which separate the effectiveness and efficiency of positional advantage (Hunt and
Morgan, 1995). The resource-advantage theory comprises seven types of resources:

financial, human, organizational, informational, physical, legal, and relational.
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The resources of employee creativity management capability comprise both
tangible and intangible resources that encourage a firm to build effective and efficient
performance for businesses (Colbert, 2004). Indeed, employee creativity management
capability is a relational resource perspective on employee creativity when it can
stimulate employees' imaginations. For the resource-advantage theory, employee
creativity management capability is resources that involve engagement with socially
complex, interconnecting, combinations of intangible (e.g., specific practice, specific
cultural activities and the knowledge, skills, abilities and creativity of employees) and
tangible resources (e.g., specific products, specific machinery and equipment). Because
these resources are particularly important for an organization to operate efficiently, an
employee creativity management capability plays a crucial role in business success
which can build sustainability in the future (Hunt and Arnett, 2003). Therefore, the
resource-advantage theory is able to provide a suitable framework for integrating a
resource, competence, and relational factors, which have explained employee creativity
management capability.

The resource-advantage theory is aware of the importance of employee
creativity management capability as a core resource of an organization which
encourages superior performance that is caused by each individual’s creativity as a
starting point for organizational innovation. Employee creativity, as a major resource,
creates a competitive advantage for the organization. In previous studies related to the
resource-based view, Das and Teng (2000) also believed that resources integration
(i.e., developing idiosyncratic resources), can help organizations find the foremost
resources that enable generating more value of the resources with individual firms, and
it can be used to support or improve organizational performance (Lambe, Spekman, and
Hunt, 2002). An organization which wants to gain a competitive advantage requires the
fast-learning abilities that enable organizations to create knowledge, for which there is a
source of competitive advantage (Slater and Narver, 1995). Learning is positively
associated with creativity due to continual employee learning that will lead to creative
ability, is a resource that creates a competitive advantage for the organization.

In this research, the resource-advantage theory is applied to explain employee
creativity management capability, which is a resource to help development more

effectively than competitors and gain a better position in the marketplace. With respect
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to elements of competitive advantage, there are six variables comprised of
organizational productivity, organizational innovation, organizational excellence,

business competitiveness, firm success, and corporate sustainability.

The Contingency Theory

The contingency theory, evolved from the late 1950s, developed into a classic
organization theory in organizational research. The contingency theory demonstrates the
organizational effectiveness that is the organization’s ability to be able to adapt or adjust
to the foremost challenge that an organization confronts with a changing environment.
Also, there is congruence of the association between the environmental context and the
diversity structure (Drazin and Van de Ven, 1985; Lawrence and Lorsch, 1967). The
perspective of the contingency theory evolved from a study of Woodard (1958) which
indicated that the application of the technology that is used to directly determine
organizational attributes containing the formalization of operating procedures and the
centralization of authority and controls. According to scholars, Burns and Stalker (1961)
demonstrated an understanding of the association between mechanisms and organic
organizations, and provide evidence to support organic organizations, which are
responding appropriately to more turbulent dynamic environments.

Based on the contingency theory, this research has proposed the employee
creativity management capability in the success of organizations that is required to
use a substantial amount of methods for a given situation (March, 1991). There are few
studies about employee creativity management capability within various organizational
contexts. Not surprisingly, much of studies have focused on only the environmental
factors which influence creative outcomes in an organization (Woodman, Sawyer, and
Griffin, 1993). The failure of study regarding external and internal contingencies arises
during findings and inappropriate practical applications that hindered the suitable
developing of organizations for situations diversity (Miller, 1992).

This research can overwhelm the limitation and it suggests that the contingency
model development must consider both the environmental and internal fits of employee
creativity management capability, which are based on the contingency framework
(Tornatzky and Fleischer, 1990), and which indicate that multiple factors are concerned

with organizational innovations. According to Yang, Lee, and Cheng (2016), this
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research showed great concern for the multiple contingencies of environmental
creativity intensity and organizational contexts as crucial external and internal factors
(Nonaka and Takeuchi, 1995). In this research, the contingency theory posits that
environmental creativity intensity is a crucial external factor due to organizational
creativity that is the ultimate resource, and that can be used as a weapon to create
competitive advantages (Nonaka and Takeuchi, 1995). A knowledge-oriented economy
is a feature in the organizational environment that has a tendency to increase creative
possibilities for the organization (Liao, Fei, and Chen, 2007).

The contingency theory is applied to explain the conceptual framework in this
research. The contingency theory has developed since the 1950s and has expanded into
a variety of fields such as strategic management, marketing, accounting, information
technology and organizations (Augusto and Coelho, 2009). According to scholars,
Fiedler (1967) introduced the contingency theory to give priority to the process of
choosing a suitable solution from available alternatives, which are not the best way to
the organizational solution. Four elements of the contingency theory include that there
are no best practices for achieving its mission and goals, the design of organizations
must fit into the environment, building effective organizations must fit with environment
and systems, and the appropriateness of work group management and the tasks undertaken
(Fiedler, 1964). The concept is based on the fit between the organization and the
environment that is a concept, and it has the important role of the contingency theory,
which point represents the view of three ways that are composed of selection, interaction,
and systems (Drazin and Van de Ven, 1985). In addition, the assumption of the
contingency theory is that there is no best practice for all situations, and in which
organizations must carefully choose the best method that is appropriate for the situation
in determining their practices (Vroom and Yetton, 1973). For organizations that adapt
to both the internal and external environments and appropriate fits, they are regarded
as highly effective organizations (Wei and Atuahene-Gima, 2009). The contingency
theory explains the importance of an organization by trying to apply these principles to
increase success; and, the organization must take into account the appropriate operation
to be consistent with the situation (Cadez and Guilding, 2008).

The contingency theory is applied to a vision for proactive operations, top
management support, organizational learning culture, and continuous environment

change by utilizing improvement of the ability of an organization that is able to
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effectively respond to changes in more turbulent dynamic environments and that can
encourage employee creativity management capability. Additionally, the contingency
theory is applied to explain the moderating effects of technology growth in the
relationships among the antecedent variables, and each dimension of employee
creativity management capability. Therefore, the contingency theory is employed to
investigate the effect of the antecedent variables and moderator variables on employee

creativity management capability and antecedent variables.

Relevant Literature Review and Research Hypotheses

The related literature is developed for the conceptual framework as shown in
Figure 1 on the basis of extant research. This research attempts to conceptually link the
relationships among the antecedents and the consequences of employee creativity
management capability through two theories that are the resource-advantage theory
and the contingency theory. Employee creativity management capability and corporate
sustainability are the independent variables and the dependent variable of the research,
respectively. Organizational innovation, organizational productivity, organizational
excellence, business competitiveness, and firm success are the mediating effects of
the research. Vision for proactive operations, top management support, organizational
learning culture, and continuous environmental change are also the antecedents of
employee creativity management capability. Lastly, technology growth is the
moderating effect of the research.

As discussed earlier, this research proposes that employee creativity
management capability is positively related to corporate sustainability. Additionally,
the mediating effects of organizational innovation, organizational productivity,
organizational excellence, business competitiveness, and firm success are tested.
Organizational innovation, organizational productivity, and organizational excellence
are supposed to have a positive relationship with business competitiveness and firm
success. The effects of vision for proactive operation, top management support,
organizational learning culture, and continuous environmental change are expected to
positively relate with employee creativity management capability. Lastly, the effects

of vision for proactive operations, top management support, organizational learning
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culture, and continuous environmental change on employee creativity management
capability, by using technology growth as the moderator, are examined. The next
section details the literature review and the hypotheses of employee creativity

management capability to be discussed and proposed.
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Figure 1 Conceptual Model of Employee Creativity Management Capability and Firm Sustainability
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Employee Creativity Management Capability

Many organizations are faced with growing complexity and dynamics of the
business environment, such as a large number of competitors or technology that is
changing all the time. These affect the changing of consumer preferences. Therefore,
organizations must be prepared with personnel to accommodate the growing global
economies (Coviello and Joseph, 2012). The development of knowledge, skills and
expertise of employees are important to solve problems in the workplace. Moreover,
increasing knowledge, skills, abilities, expertise and creativity of employees can build a
sustainable competitive advantage that is hard for competitors to imitate (Rasulzada,
and Dackert, 2009). The state of competition in an industry is likely to intensify, and
corporate executives need to modify the strategy and tactics of the administration,
which differ from the past. This is done by starting promotion of the creativity of
employees (Jaskyte and Kisieliene, 2006). The rivalry tends to increase in intensity, and
corporate executives need to modify the strategy and tactics of the administration, differ
from the past, by promoting employee creativity in the workplace is the key for success
(Amabile et al., 2004; Pan, Sun, and Chow, 2012).

The componential model of creativity (Amabile, 1996) demonstrated three core
components of creativity that are composed of domain-relevant skills, creativity-
relevant processes, and intrinsic task motivation. Lau and Chu (2004) summarized a
previous study of creativity that is divided into three areas which compose culture and
its influence in creativity, education and development about creativity, and creativity in
practice. Collins and Amabile (1999) argued that three core components of creativity
should be interactive with each other instead of considering each one alone. In addition,
according to Amabile (1996) a congruence of four factors to manage creativity in
organizations that include: 1) goal-setting processes that are associated with both the
tightly and loosely-controlled approach for overall business goals.; 2) evaluation is the
frequency of assessments and feedback that are linked work performance; 3) reward is
creativity promotion that has been motivated by an incentive or reward; and 4) pressure
is needed for congruency between suitable competition and creativity that can help
increase creativity. Sternberg (1999) have demonstrated the association between a high

level of creativity and personal involvement of individuals, and discovered both
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intrinsic motivation and skills of the hiring personnel decisions. Previous studies related
to creativity indicated that intrinsic motivation can bring the foremost benefit for the
advancement of organizational development (Amabile, 1983; Csikszentmihalyi, 1991;
Maslow, 1943; Oldham and Cummings, 1996). The crucial role of intrinsic motivation
that is dedicated to enhancing creativity in performing activity is due to that it is
particularly important to encourage creativity in an organization (Greer and Levine,
1991).

Employee creativity is the development of individual ideas that are novel,
potential, and appropriate for use in practices, procedures, products, and services
(Shalley, Zhou, and Oldham 2004). The concept of novelty is associated with the
integration or development of available resources to provide a product, service, process,
or practice, is something completely new (Oldham and Cummings 1996). A useful
concept demonstrates great benefit that is both directly and indirectly related, and
happens in both the short and long-term (Shalley, Zhou, and Oldham 2004). Whereas
employee creativity is a role at the individual-level for their ability to develop idea it is
the first step in creating ideas for organizational innovation (Woodman, Sawyer, and
Griffin 1993; West and Farr 1990). Not surprisingly, a considerable amount of research
is the development of the antecedents is related to employee creativity. A large number
of studies are about the importance of personal focus is a basic mechanism to drives
employee creativity for the role of personality and a cognitive style. The other prime
areas of research are awareness of the role in contextual factors, the other prime areas of
research are awareness of the role in contextual factors, which is the working
environment directly affecting an employee’s creativity (Shalley, Zhou, and Oldham
2004). Employee creativity is a highly important element of organizational success for
survival in a highly competitive business environment. It can be either promoted or
inhibited by focusing on building organizational values, culture, and norms, take action
by an organization to guide the working for the employee (George, 2007; Shalley,
Zhou, and Oldham 2004).

Organizational creativity is the nature of each situation which shows the ability
of employees to generate new ideas, procedures and products for an individual or group
that brings big benefit to the organization (Taggar, 2002, Williams and Yang, 1999).

Evidence from the perspective of creativity also believes that organizational creativity is
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based on the sum of creativity of employees that is gained from the combination of
enhancing individual creativity in workplace (Woodman, Sawyer, and Griffin, 1993).
Organizational creativity is described in terms of encompassing factors that are related
to overwhelming barriers by producing organizational innovation, idea evaluation
process, internal and external communication procedures, developing or researching
sources of idea generation, an individual's motivational stimuli, and creative planning
(Majaro, 1991). Organizational creativity is critical to building both valuable and useful
new products, services, ideas, and procedures, which is working together for
organizational members under consideration of complex social systems (Woodman,
Sawyer, and Griffin, 1993). Organizational creativity is increasingly essential for the
organizations to respond to a rapidly changing environment. Increasing creativity in
organizations can bring the greatest benefit for organization by supporting congruence
in both quantity and quality of service, decreasing costs, reducing waste, trying to avoid
bureaucracy and boosting efficiency at work.

The role of an organization’s management capabilities are a foremost engine of
business growth, and these are necessary elements for congruency between
competences and the context of changing environmental conditions that can lead to
increased organizational performance and success (Kor and Mesko, 2013). An
organization’s management capabilities that are a combination of technical, person, and
ideation ability can be used to help generate, leverage, integrate, and reconfigure their
competencies and organization’s resources to achieve success (Adner and Helfat, 2003,;
Lun et al., 2016). In this way, an organization’s management capabilities can bring
the highest possible profit and business competitiveness in achieving corporate
sustainability performance (Gelhard and Delft, 2016). Similarly, Kor and Mesko (2013)
also demonstrate is that an organization’s management capabilities increase a dominant
logic that is linked with routines, procedures, practices, operation and capabilities;
which can be used as a prime tool to establish, search, and implement new options
for organizational growth and creating organizational innovation. An organization’s
management capabilities reflect an organization's ability to produce, integrates, and
determine organization's resources, capabilities, and core competencies (Barbero,
Casillas, and Feldman, 2011). The prior research on management provided evidence

to support an understanding of the association between an organization’s management
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capabilities, strategy, and performance (Kearney, Harrington, and Kelliher, 2014;
Sirmon and Hitt, 2009). Management capability is viewed as an important part of an
organization that demonstrates the firm managerial behavior and organizational skills
that consists of decision-making process, managerial skills, internal communication
strategy and conflict management, which there is a confirmation that employees' efforts
and skill that can lead to achieving organization objectives and strategies (Chung et al.,
2016; Park and Luo, 2001). Therefore, an organization’s management capabilities are a
foremost stage that can bring the business success or failure to the organization.
According to the discussions above, employee creativity management
capability is the combination of an employee's creativity and an organization’s
management capabilities. Employee creativity management capability plays a foremost
role in encouraging and supporting skills, attitudes, and behaviors of employees in the
workplace. It helps promote an organization’s management capabilities which dedicated
to inspiring and motivating employee about creative thinking skills (Pan, Sun, and
Chow, 2012).These roles not only support employee creativity to build a better
performance, but also can lead to achieve success and competitive advantage for
organizations (Amabile et al., 2004). The prior literature has not given a direct meaning
for employee creativity management capability. Therefore, it will be defined from the
review of related literature. Employee creativity management capability is defined as an
organization's ability that encourages employees to produce ideation, utilize behavioral
patterns in routine activity, improve a task or activity performance, perform the basic
functional activities of the firm, and effectively solve problems, which are creating
fresh perspective that can bring the foremost benefit to an organization. These are the
capabilities of organizations for building long-term competitive advantage and a
sustainable business. It implies that employee creativity management capability has
focused on the approach to the management of an organization to promote an employee’s
creativity. It can be used as a competitive weapon to build and maintain a sustainable
competitive advantage in the future. Despite a substantial amount of research attempting
to understand creativity at the individual level, little research has focused on employee
creativity at the organizational level. Moreover, there is less research endeavoring to
understand the relationship among employee creativity management capability and its
antecedents and consequences on furniture exporting businesses. Therefore, this

research proposes the research framework and research agenda to fill these gaps.
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This research has applied concepts from the prior research, Amabile (1996)
who proposed four factors to manage creativity in organizations. This is the described
sequence as follows: Firstly, goal setting process refers to the tightly and loosely-
controlled approach for overall business goals. Secondly, evaluation refers to the
frequency of assessments and feedback that linked work performance. Thirdly, reward
refers to creativity promoting has been motivated by the incentive or reward. Lastly,
pressure refers to the need for congruency between suitable competitive and creativity
that can help increase creativity. All of the above mentioned are forms of creativity
management that allow firms to encourage and increase the creative capacities of
employees within organizations respond to constantly changing in a business
environment. Therefore, this research has developed five dimensions of employee
creativity management capability which include new ideas generation orientation,
working practice originality implementation, novel operational method awareness, job
improvement value focus, and creative solution usefulness competency. Each dimension
plays a different but complementary role to reflect the nature and influences of employee
creativity management capability on corporate sustainability. Therefore, the key
literature review demonstrates that employee creativity management capability tends to
be verified in the form of increased corporate sustainability. This stream is identified by
a substantial number of contextual factors that affect employee creativity, such as vision
for proactive operations, top management support, organizational learning culture,
continuous environmental change, and technology growth. This research has followed
the latter approach, and has focused on the link among contextual factors, outcome
factors, and employee creativity management capability. This research context is
determined to a great extent by managerial behaviors, thus constituting a key area for
managerial interference aimed at employee creativity management capability.

Many studies examine creativity by different theories, which are similar to the
concept of employee creativity management capability such as the system theory, process
theory, and cognitive theory. In addition to contributing to employee creativity at the
organizational level in management research, this research proposes employee creativity
management capability. Developing the definitions of employee creativity management
capability is various, as evidenced in Table 1. The acceptance of this concept has been
reflected by review of related literature. Therefore, a summary of key literature reviews

on employee creativity management capability are presented in Table 2.
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Table 1 Summary of Definitions of Employee Creativity Management Capability

Author(s) Definitions of Employee Creativity Management Capability
Woodman, The competence of an organization to summon all the ideation
Sawyer, and of employee by stimulate, encourage and support people

Griffin (1993)

working together to creating and utilizing products, services,

ideas, procedures, or processes.

Baughman and

An organizational capability to connect with a person's ability in

Mumbord (1995) | workplace to generate novel, valuable, and useful thoughts for
the production of product, process, procedure, method and
approach to problem solving in organization.

Amabile et The potential of organization that have influence on individuals

al.(1996) and teams of individuals by advocate the production of creative

ideas within the organization.

Robinson and
Stern (1997)

An organization’s ability to generating new, valuable and useful
ideas of product, process, method and resolving problems
through promoting potential of personal in workplace along the

line of organizational goals.

Ekvall (1997)

The competence of an organization to perform supporting
activities for the ideation of organization members to create a

new view in product, and process or procedures.

Sternberg and
Lubart (1999)

The ability of an organization to generate ideas of product,
process, and method that is both novel and appropriate through
joint efforts to support and encourage members of an
organization along the line of business's goals and objectives

under a variety of a rapidly changing environment.

George and Zhou
(2001)

The competence and potential of an organization to encourage
and support an organization's employee which is the production
of new and valuable ideas which can be the starting points of
product, services, procedure, and tools or techniques of problem

solving.
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Table 1 Summary of Definitions of Employee Creativity Management

Capability (continued)

Author(s) Definitions of Employee Creativity Management Capability
George and Zhou | The competence and potential of an organization to encourage
(2001) and support an organization's employee which is the

production of new and valuable ideas which can be the starting
points of product, services, procedure, and tools or techniques
of problem solving.

Taggar (2002) The scenarios come out of the ability of individual employees
to generate new ideas, procedure and products that bring a great
benefit to organization.

Shalley and An organization’s ability to encourage and motivate an firm's

Gilson (2004)

personnel to create valuable and novel ideas for developing and
producing product, services, procedure, method, and new way
of solving problems.

Styhre and
Sundgren (2005)

The ability of the organization to promote a collaborative of
organizational members encourage through a variety of
activities for creating new ideas, new product, new process, and

new ways of solving problems.

Shalley and Zhou
(2008)

The firm's ability to foster the member in an organization to
generate both novel and useful ideation by making product,
services, process and new way to resolve problems in line with

the available resources in workplace.

Fisher and
Amabile (2009)

The competence of an organization to reshape ideas for novel
and appropriate products, services, and processes through
promoting and motivating potential employees in an

organization.
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Table 1 Summary of Definitions of Employee Creativity Management

Capability (continued)

Author(s)

Definitions of Employee Creativity Management Capability

Bratnicka, Gabrys,
and Bratnicki (2013)

The ability of firm to encourage the production of new and
valuable ideas to respond the rapidly changing opportunities by
stimulating and promoting employee of an organization to
generate novel and new way of solving problems, products,

services, and process under the a rapidly changing environment.

Hashemi,
Tabatabaei, Rafiei,
and Chegani (2015)

The competence and potential of a firm through promoting the
personnel in an organization to create novel, valuable and useful

ideas for product, services, procedure in an organization.

Mach-Krdl (2015)

The potential of an organization that create dynamic activity of
employees for creating novel and appropriate products, services,

and processes in response to changing business environment.
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Table 2 Summary of the key literature reviews on employee creativity management capability

Authors Titles Key Issues Examine Main Findings

Jaskyte and Determinants of Employee | The study investigates the The finding revealed that the relationship between an

Kisieliene Creativity: A Survey of relationship between individual organization’s ability to support determinants of

(2006) Lithuanian Nonprofit cognitive style, intrinsic employee creativity (e.g. individual cognitive style,

Organizations. motivation, leadership behaviors, | intrinsic motivation, leadership behaviors, job design,

job design, cultural norms of and cultural norms) is positive influence higher
diversity, and work group employee creativity in a sample of Lithuanian nonprofit
relations and employee creativity. | organizations.

Mufioz- An Examination of The study examined the The finding demonstrates the competence of an

Doyague, Individual Factors and relationship between individual organization to reshape the individual attributes have a

Gonzélez- Employees’ Creativity: attributes and creativity. The data | positive relationship with employee creativity. By

Alvarez, and The Case of Spain. obtained from employees of a intrinsic motivation, expertise, cognitive style,

Nieto (2008)

Spanish firm.

individual creativity and creative process engagement is
positive associated with creativity and the connection
between individual factors and creativity performance

of employee characteristics in Spain.
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Table 2 Summary of the key literature reviews on employee creativity management capability (continued)

Authors

Titles

Key Issues Examine

Main Findings

Yilmaz (2010)

The analysis of
organizational creativity in
schools regarding
principals’ ethical

leadership characteristics

The study examined the
relationship between
organizational creativity and the
ethical leadership behaviors,
which was conducted between
2008 and 2009 in Konya region
of Turkey.

The investigation of study found that the competence
of a firm to support creativity of employee in
organization have a significant relationship with the
ethical leadership behaviors (e.g. the dimensions of
environmental ethic, ethical decision making and

behavioral ethic)

Kim, Hon, and
Lee (2010)

Proactive Personality and
Employee Creativity: The
Effects of Job Creativity
Requirement and
Supervisor Support for
Creativity

The study examined the
relationship between proactive
personality and employee
creativity from a sample of

157 employee—supervisor pairs in
South Korea.

The finding revealed that the relationship between
proactive personality and employee

creativity is moderated by job creativity requirement
and supervisor support for creativity. The results
demonstrates the ability of the organization to promote
a proactive personality have positively associated with

employee creativity.
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Table 2 Summary of the key literature reviews on employee creativity management capability (continued)

Authors Titles Key Issues Examine Main Findings
Ollo- The impact of country- This study investigates the impact | The investigation of study found that the use of new work
Lopez, level factors on the use of country-level factors on the practices with the degree of cross-cultural difference such as
Bayo- of new work practices. use of new work practices that power distance, individualism, and masculinity that can
Moriones, collected from 16 European explain why work practices differ across countries.
and countries.
Larraza-
Kintana,
(2011)
Sukati et | The effect of The study examined the The research finds that the positive effects of supply
al. (2012) | organizational practices | relationship between organizational practices on supply chain agility. Moreover,

on supply chain agility:
an empirical
investigation on
Malaysia manufacturing

industry.

organizational practices and
supply chain agility of 150 staff
from 40 manufacturing firms in

Malaysia.

supporting technology shows influencing effect on the
relationship between organizational practices and supply
chain agility.

> Mahasarakham University

6¢



Table 2 Summary of the key literature reviews on employee creativity management capability (continued)

Authors Titles Key Issues Examine Main Findings
Yeh-Yun A cross-level analysis of | The study investigates the effects | The study provide direct evidence to support positive
Lin, and Liu | organizational creativity | of organizational creativity relationship between the ability of firm to organizational
(2012) climate and perceived climate on perceived innovation | creativity climate (e.g. organizational encouragement,
innovation of 398 employees from different | supervisory encouragement, work group support, sufficient
The mediating effect of | companies of Taiwan, and resource and challenging work) and perceived innovation,
work motivation. investigates the mediating or that are positive relationship and significant.
moderating roles of work
motivation.
Carmeli, Leadership, creative The study examined the The findings showed the positive effects of leader
Gelbard, and | problem-solving relationship among leader supportive behaviors, knowledge sharing, and creative
Reiter- capacity, and creative supportive behaviors, knowledge | problem solving on employee creative performance, and
Palmon performance: the sharing, employee creative also found the positive effects of perceived supervisor
(2013) importance of problem solving capacity, and support on the curvilinear relationship between creative

knowledge sharing.

creative performance.

ideas generation and idea implementation.
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Table 2 Summary of the key literature reviews on employee creativity management capability (continued)

Authors Titles Key Issues Examine Main Findings

Gong, Zhou, | Core knowledge This study investigates the impact | The findings showed the positive effects of employee

and Chang | employee creativity and | of employee creativity on firm creativity on firm performance when realized absorptive

(2013) firm performance: the performance in from 148 high- capacity at high level and the negative effects of employee
moderating role of technology firms that collected creativity on firm performance when riskiness orientation at
riskiness orientation, from 761 core knowledge high level. The findings demonstrates an organization’s
firm size, and realized employees. ability to encourage employee creativity by managing
absorptive capacity potential absorptive capacity and riskiness orientation that

can improve firm performance.
Davoudi Impact: job enrichment | The study examined the effects of | The investigation of study found that the positive
(2013) in organizational job enrichment on organizational | connection between job enrichment and employees’

citizenship behavior.

citizenship behavior in

Mazandaran.

organizational citizenship behaviour.

> Mahasarakham University

1€



Table 2 Summary of the key literature reviews on employee creativity management capability (continued)

Authors Titles Key Issues Examine Main Findings
Skerlavaj, | get by with a little help | The study examined the The investigation of study found that a curvilinear inverse
Cerne, and from my supervisor: relationship among creative-idea | U-shaped relationship between creative-idea generation and
Dysvik creative-idea generation, | generation, idea implementation, | idea implementation. And the positive effects of perceived
(2014). idea implementation, and perceived supervisor support | supervisor support on the curvilinear relationship between

and perceived supervisor

support.

of 24 direct supervisors from

a manufacturing firm.

creative ideas generation and idea implementation.

Shrivastava
(2014)

Special volume on
organizational creativity
and sustainability

theme “paths for
integrating creativity and

sustainability”

The study investigated the
connection between
organizational creativity and

sustainability.

The investigation of study found that the competence of an
organization to encourage individuals is a prime value

promoting more creativity in the workplace.

> Mahasarakham University

[43



Table 2 Summary of the key literature reviews on employee creativity management capability (continued)

Authors

Titles

Key Issues Examine

Main Findings

Lee (2015)

The effect of operational
innovation and

QM practices on
organizational
performance in the

healthcare sector

The study examined the
relationship among operational
innovation, quality management
(QM) practices and
organizational performance from
239 hospitals.

The research found that the positive effects of operational
innovation and quality management (QM) practices on

organizational performance.

Ghosh (2015)

Developing
organizational

creativity and innovation
toward a model of self-
leadership, employee
creativity, creativity
climate and workplace

innovative orientation.

The study examined the
relationship among self-
leadership, employee creativity,

and creativity climate and

workplace innovative orientation.

The research found that the positive connection among self-
leadership, employee creativity, creativity climate and
workplace innovative orientation. And the result showed
the moderating roles of creativity climate in activating
employee creativity associated with workplace innovative

orientation.
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Table 2 Summary of the key literature reviews on employee creativity management capability (continued)

Authors Titles Key Issues Examine Main Findings

Ruppel, Exploring the The study exammine the The result show an organization’s ability connect between
Lawrence, relationship between relationship between creativity the creativity and the importance of individual and team
and organizational creativity | and the interaction between personality which can stimulates creativity and support the
Tworoger at the individual and specific characteristics of the development of new ideas.

(2016) group levels and the person, group, and contextual

organizational context. factors.
Yang, Lee, | Continuous The study investigrated the The research find that the role of frontline employees’
and Cheng | improvement effects of employee creativity on | creativity have significant positive impacts on NSD
(2016) competence, employee new service development performance . The study show the positive relationaship

creativity, and new
service development
performance: A frontline

employee perspective

performance in the banking

sector of China.

between the frontline employees’ operational improvement

competence (OIC) and employee creativity.
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The following section shows the investigation of the relationships among
employee creativity management capability which includes five dimensions: new ideas
generation orientation, working practice originality implementation, novel operational
method awareness, job improvement value focus, and creative solution usefulness
competency. They also contribute greatly to corporate sustainability. A more detailed
discussion of these dimensions is provided below.

The Effects of Employee Creativity Management Capability on Its
Consequences

This section investigates the effects of five dimensions of employee creativity
management capability that consist of new idea generation orientation, working practice
originality implementation, novel operational method awareness, job improvement
value focus, and creative solution usefulness competency on five consequences,
comprising organizational productivity, organizational innovation, organizational
excellence, business competitiveness, and firm success as shown in Figure 2 below.

Figure 2 the Effects of Employee Creativity Management Capability on
Its Consequences

Hib (+)
H2b (+)
| H3b (+) H1d (+)
o) sty 2 ()
.. H5b (+ i i 3 H3d (+
Employee Creativity 5 Organlzafuc.)nal - H4d (+)
Management Capability Productivity H5d (+)
. Hia (+) Business
eNew Ideas Generation H2a (+) H6c(t .
Orientation Haa (+) Héa (+) Competitiveness
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e Working Practice H5a (+) o
Originality Implementation Organizational | |
. Innovation i’
¢ Novel Operational Method Hic (+)
Awareness H2c (+) -
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« Job Improvement Value e o) L e >
H6d(+) Success
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« Creative Solution >| Organizational Fie E:;
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Employee Creativity Management Capability

This research defines employee creativity management capability as
organization's ability that encourages employees to produce ideation, utilize behavioral
patterns in routine activity, improve a task or activity performance, perform the basic
functional activities of the firm, and solve effectively problems, which are creating a
fresh perspective that can bring the foremost benefit to an organization. These are the
abilities of organizations for building a long-term competitive advantage and a
sustainable business. This research attempts to identify the core contents of employee
creativity management capability with new dimensions. The essential features of
employee creativity management capability are composed of five dimensions including
new ideas generation orientation, working practice originality implementation, novel
operational method awareness, job improvement value focus, and creative solution
usefulness competency, as discussed hereafter. Most of the research on the outcomes of
employee creativity has focused on organizationally relevant consequences, such as
organizational innovation (Woodman, Sawyer, and Griffin 1993; West and Farr 1990),

and productivity (Halos and Triremes, 2007).

New Ildeas Generation Orientation

New ideas generation orientation is the first dimension of employee creativity
management capability. New ideas can bring the greatest benefit to the firm by
generating and developing, which are the prime drivers of organizational growth by the
creativeness of employees (Nikolowa, 2014). New ideas generation orientation is a
prime source of the firm's ability to develop a process or procedures, and products or
service, which responds to continuing market demand and builds customer satisfaction
that leads to market performance (Thipsri and Ussahawanitchakit, 2009). Some of the
studies demonstrate that idea generation is the ability of a firm to generate and develop,
which fosters new operational processes and the ideas generation role is positively
affected by the promoting of ideas via both informal and formal channels (Howell and
Boies, 2004). Jonson (2005) defines idea generation as the idea stemmed from the
process of critical thinking, which can be demonstrated in terms of the visual, concrete,

or abstract.
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In creating a good idea, it is difficult to establish that which requires a thought
process occurred in a process of the cognitive, metacognitive, chemical and biological
(Hamid, 2001). The ability to generate new ideas in organizations is important for
survival skills in a rapidly changing business environment, which results in different
organizations need to adapt the existing strategies or create the new strategies (DeHaan,
2011). Therefore, new ideas generation orientation in this research is defined as the
organization's ability that promotes and encourages employees by focusing on creating,
developing, and communicating ideas effectively and can transforms from abstract
ideation into something more concrete which brings important benefit to the organization
(Grandi and Grimaldi, 2005; Guilford, 1967; Gallupe et al., 1992; Garfield et al., 2001).

New ideas generation are regarded as prerequisites for effectiveness and
continued ability, which can be considered part of the important driving force of the
firm success, due to it being a prime factor in improving organizational innovation and
new ideas generation. It is also the main driver of creation, and sustains business
competitiveness for firms (Geum and Park, 2016). According to Calantone, Cavusgil,
and Zhao (2002), new ideas improve a customer's shipping that can generate greater
customer satisfaction for the achievement of organizational goals, and is the foremost
requirement for organizational excellence. Moreover, a method to produce a good
quality product is used to determine that the engineering design that was developed
leads to organizational productivity in responding to customer satisfaction (Zhang,
Vonderembse, and Cao, 2009). Heong et al. (2012) demonstrate the role of the
generating ideas concept is the critical factor to achieving success, which requires
thinking carefully to create ideas. It was found that the major obstacles to ideas
generation are a deadlock of ideas. According to the relevant literature, new idea
generation orientation is more likely to enhance organizational productivity,
organizational innovation, and organizational excellence. Therefore, the hypotheses are

proposed as follows:

Hypothesis 1a: New idea generation orientation has a positive influence on
organizational innovation.
Hypothesis 1b: New ideas generation orientation has a positive influence on

organizational productivity.
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Hypothesis 1c: New ideas generation orientation has a positive influence on
organizational excellence.

Hypothesis 1d: New ideas generation orientation has a positive influence on
business competitiveness.

Hypothesis 1le: New ideas generation orientation has a positive influence on

firm success.

Working practice originality implementation

Working practice originality implementation is the second dimension of
employee creativity management capability. The work practice of employees is
important to create a common understanding among activities and processes in the work
that takes place within an organization (Zacarias et. al, 2008). Work practice is defined
as action patterns that vary according to the nature of the locale, which occur in the
context of various operations that are performed in the organization (Zacarias and
Martins, 2012). A variety of related fields such as management science, business
anthropology, work systems design, and socio-technical systems are vital to work
practice (Warren, 2003). Working practice is the behavioral patterns of individuals in
the organization, which are doing the inner work of the organization that can have an
important impact on employee connections, interactions and achievement due to these
working practices are a close link in organizational culture (Koveshnikov et. al., 2012).
Working practice is described in terms of a behavior scheme that is the sequence of
action. There is uniqueness of local manner. Work practices are transformed according
to the context of performing. Furthermore, work practices can bring the foremost
usefulness to the organization that originate from observing how the daily actions,
analyzing work actions, and related actions; and finding the contextual pattern of
recurrent action (Zacarias and Martins, 2012).

Creating work practices is critical to encourage users to achieve efficient and
effective operation in organizations (Warren, 2003 ; Brézillon, 2003). The organization
is currently more complex and has changes in the business environment. More
competition or technology is changing all the time that affect the work practices field
such as in flexible work, teamwork, and non-hierarchical organizational structures

(Marr, 2011). Working practice is a notion that started from characteristics of socio-
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technical systems, management science, business and organizational anthropology, and
designing a work system (Warren, 2003). Work practices are the action of showed
behavior patterns that are provided by unique individuals, executing particular
activities, which depend on a specific situation. Work practices that relate to people's
activities over time are also engaged in utilizing an engine, documents, equipment, and
invention. Therefore, working practice originality implementation in this research is
defined as an organization's ability to understand and utilize patterns of work activity by
supporting and developing the skills, knowledge, abilities and behavior necessary to
perform the work, which are an essential aspect to building a successful business
(Gatewood and Riordan, 1997; Johnson, 1995; Zacarias and Martins, 2012).

A working practice within an organization is consistent with the arrangement
of a workplace, which is one of the foremost parts that support organizational success
(Rosholm, Rged, and Schgne, 2013). Working practice is generated by recognizing
congruence among organizational design and structure, job titles and descriptions, work
system methods, recruitment and selection processes, organizational development
processes, performance management systems, internal communications plans, and
technology, by using more efficient working practice to build organizational excellence
and business competitiveness in the future (Zacarias et al., 2008; Adnan et al., 2015).
Previous studies related to working practice originality implementation demonstrated
that working practice can lead to supported and enhanced employee productivity that
originate from the adoption of best practices for improving more organizational
productivity (Brézillon, 2003; Warren, 2003). Work practice is also foremost to creating
a deeper understanding of conducting individual activities. It is composed of a process
of doing business and evaluating the actual operational alignment and process alignment
(Zacarias et al., 2008). The ability to develop and increase organizational innovation
outcomes depends on the potential of a firm to generate work practices which, in turn,
enhance business competitiveness (Mazzei, Flynn, and Haynie, 2016). Based on the
relevant literature, working practice originality implementation is more likely to
enhance organizational productivity, organizational innovation, organizational
excellence, business competitiveness, and firm success. Therefore, the hypotheses are

proposed as follows:
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Hypothesis 2a: Working practice originality implementation has a positive
influence on organizational innovation.

Hypothesis 2b: Working practice originality implementation has a positive
influence on organizational productivity.

Hypothesis 2c: Working practice originality implementation has a positive
influence on organizational excellence.

Hypothesis 2d: Working practice originality implementation has a positive
influence on business competitiveness.

Hypothesis 2e: Working practice originality implementation has a positive

influence on firm success.

Novel operational method awareness

The third dimension of employee creativity management capability is novel
operational method awareness. Operational innovation is described in terms of both the
generation and implementation of crucial transformation or new methods in operations
and processes for the production plan of products that takes place within a
manufacturing firm (Hammer, 2004). Operational innovation is linked to be the ability
of a firm, which is transformed into processes and methods of performance that can be
used as a competitive engine that rivals find difficult to imitate. This is done employing
operational innovations containing process improvements that relate to more system
components and are longsighted, rather than trying to reform the simple system or
increase changes. Operation capability is broadly perceived as a key factor in
combinations of complex activities that operate in firms to develop or improve the
efficiency and productivity, which relate to production capabilities, the flow process of
materials into a firm, and the advancement of technology (Yu, Ramanathan, and Nath,
2014). Operational capability is one of the essential features of a firm in order to
increase the competence and potential of the firm to accomplish the ultimate goal of
production, such as in offering a high-quality product, product and volume flexibility,
on time delivery, product cost reduction, and efficient production (Peng, Schroeder, and
Shah, 2008).

Wu, Melnyk, and Flynn (2010) are observing that the firms that have new

methods of operating can help to increasing systemic opportunities and challenges of
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the common process to encourage business operations that are important for improving
new processes in organizational innovation development. Previous studies related to the
operations field examined the role that the operations capability plays in successful
organizational performance which includes cost, speed, dependability, quality and
flexibility (Tan, Kannan, and Narasimhan, 2007). Nath, Nachiappan, and Ramanathan
(2010) have also pointed out the link between operations capability and financial
performance that can be considered as part of a prerequisite for successful firms. The
literature on operations strategy can enable efficient and effective delivery of products
to respond to customers’ demands in the market, and are the important driving force
which provides direction for organizational excellence (Baines, et al., 2009). Swink and
Hegarty (1998) found that the new method of operating can create differentiated skills,
processes, and routines that are a radical improvement of existing operations processes,
or can developing and implement new and uniqueness that has highly efficient
operations processes. Therefore, novel operational method awareness in this research is
defined as the organization's ability to realize the potential of new thinking, new
methods and new techniques to increase operational efficiency and effectiveness are
critical for organizations to achieve goals and gain competitive advantage over
competitors (Hammer, 2004; Wu, Melnyk, and Flynn, 2010; Oke and Kach, 2012).
Krasnikov and Jayachandran (2008) provide relevant evidence that supports
the connection between operations capabilities and increasing competitive advantage
that are the crucial, important requirements for business competitiveness. Operational
innovation bring about a great advance in operating an organization, and has positively
affected the entire business and organizational strategic goals, which are focused on
business processes, organizational innovation and strategy of organization (Hammer,
2005). Hamel and Breen (2007) demonstrate the connection between novel operational
method and procurement, research and development, logistics, and customer service
support for achieving operational efficiency, which are regarded as the foremost driving
force of organizational excellence. Azadegan (2011) is convinced that the novel
operational method and linking, using common processes are particularly important to
generate and maintain business competitiveness. Focusing on building the new
methods of operating is a major engine can be used to achieve goals and strategies that

drive a firm's success (Hammer, 2004). It is frameworks that focus on the high level
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business processes together with both of operating method and that organization's
strategy. Hamel and Breen (2007) provide evidence to support an understanding of the
new method of operating, such as procurement, logistics, production, purchasing,
finance, marketing, customer service support, and research and development. These
play an important role in achieving organizational productivity. Based on the relevant
literature, novel operational method awareness is more likely to increase organizational
productivity, organizational innovation, organizational excellence, business

competitiveness, and firm success. Therefore, the hypotheses are proposed as follows:

Hypothesis 3a: Novel operational method awareness has a positive influence
on organizational innovation.

Hypothesis 3b: Novel operational method awareness has a positive influence
on organizational productivity.

Hypothesis 3c: Novel operational method awareness has a positive influence
on organizational excellence.

Hypothesis 3d: Novel operational method awareness has a positive influence
on business competitiveness.

Hypothesis 3e: Novel operational method awareness has a positive influence

on firm success.

Job improvement value focus

The fourth dimension of employee creativity management capability is job
improvement value focus. Job improvement value can be consider part of job
enrichment that provide the connection between reduce their absenteeism, turnover, and
stress which as negative work outcomes, and improve their performance, satisfaction,
and motivation which as positive work outcomes, which are the crucial requirement
for organizational innovation and are the important driving force of organizational
excellence (Cook and Salvendy, 1999). Similarly, Hackman and Oldham (1980) also
believed that job enrichment is described in term of job improvement value. They
contains crucial manner of job, such as skill diversity, task identity, task meaning,
freedom, and feedback, by jobs filled with these characteristics that foster the need of

all employees and work outcomes that can lead to organizational productivity and firm
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success. According to Aswathappa (2005), job improvement value denotes important
concepts of motivational enhancement that added more challenge or rewards to the job.
Focusing on job improvement value is to soothe the chronically bored employees that
stream from excessive specialization and tend to be mass production that can build a
source of job satisfaction. Job improvement value has also left employees’ participation
in management due to business that is necessary to support autonomy and scope for
using rationales in decisions (Aswathappa, 2005).

The perspective of job improvement value is relate to job design that has a
high-level overview in meaning, driving direction, and perceiving results of a factor in
learning and performance. Moreover, job improvement value has also realized how
enhanced work functions in both a horizontal slice and a vertical slice of the organization
(Nicholas, 1982). Job improvement value focus as a root of enhancing motivation for
the employee can bring the greatest goal to the organization by focusing on behavior
(Likert, 1967; Orpen, 2011). A substantial amount of research indicated that job
improvement value focus can boost freedom and responsibility of employees towards
an organization to perform better. One of the more challenging and interest in work is
the job manner that has a variety of skills, a significance of task, and an identifiable
piece of task to make work more meaningful. Also, job satisfaction of employees
can lead to increased business competitiveness and organizational productivity. Job
improvement value focus performs more tasks and is also a way to augment towards
self-actualization, self-respect, and self-control that lead to the success of organizational
excellence (Vroom and Yetton, 1973; Swinth, 1971).

The key role of job improvement value attempts to integrate vertical and
horizontal slices in a work unit. Job improvement is key factor for motivating employees
in creating good job opportunities can be achieved by adding more responsibilities and
increasing varieties in their jobs (Aina and Omoniyi, 2014). The prior research on the
job improvement value is greatly related to skill variety, task identity, task significance,
autonomy, and feedback. It is and found that the role of a perceived job shows positive
effects on employee attitudes and behavior (Hackman et al., 1975; Hackman and
Oldham, 1980). Therefore, job improvement value focus in this research is defined as
the organization's ability to inspire employees by concentrating worth adding to daily

tasks and giving more responsibility to create meaningful, challenging, and interesting
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tasks which are important in helping organizations become successful (Cook and
Salvendy, 1999; Rey-Marti, Ribeiro-Soriano, and Sanchez-Garcia, 2016). Pan and
Werblow (2012) suggested considering job improving and self-managing work teams
that can use help to build employee performance and organizational success in the
construction industry. Similarly, Ruthankoon and Ogunlana (2003) provide evidence to
support the important driving force of job satisfaction, and also consider factors such as
job improvement which is regarded as an element to create and maintain job satisfaction
is still a key tool to achieve firm success. In addition, according to Orpen (2011) job
improvement value can build employee satisfaction and performance in the workplace,
which implies that job improvement value leads to increasing employee performance
which can be considered a part of achieving business competitiveness. Yang and Lee
(2009) was convinced that enhancing employee satisfaction is the driving force that
provides increasing employee performance and enables the employee to achieve success
in work through the mechanism of job enrichment, which is derive from the value in
focusing on job improvement that can help to improve organizational productivity.
Saleem, Shaheen, and Saleem (2012) provided an understanding of organizational
innovation can be enhanced by enriching job improvement in the organization. Based
on the relevant literature, job improvement value focus will have a positive influence on
organizational productivity, organizational innovation, organizational excellence,
business competitiveness, and firm success. Therefore, the hypotheses are proposed as

follows:

Hypothesis 4a: Job improvement value focus has a positive influence on
organizational innovation.

Hypothesis 4b: Job improvement value focus has a positive influence on
organizational productivity.

Hypothesis 4c: Job improvement value focus has a positive influence on
organizational excellence.

Hypothesis 4d: Job improvement value focus has a positive influence on
business competitiveness.

Hypothesis 4e: Job improvement value focus has a positive influence on firm

SUCCesS.

~ Mahasarakham University



45

Creative solution usefulness competency

Creative solution usefulness competency is the last dimension of employee
creativity management capability. The role of an ability to solve problems creatively is
the most crucial thing in organizational performance due to new problems that can have
a serious incident to react on every day (Trilling and Fadel, 2009). Creative problem-
solving originates from the development by Osborn (1957) who demonstrates more
efficient building processes to fix the problem for organizations. A considerable number
of researchers have implemented developing creative thinking or other abilities and
skills (Buisine, et. al., 2012; Chant, Moes, and Ross, 2009; Kuo, Chen, and Hwang,
2014). Lumsdaine and Lumsdaine (1995) suggested that the creative solution comprises
five key steps, namely, defining the problem, generating an idea, evaluating ideas,
making judgments, and applying solutions. The process of creating solutions is associated
with analytical, creative, and critical thinking, which can be used as a competitive
engine to enhance productivity and quality of work (Lumsdaine and Lumsdaine, 1995).
Problem-solving is a foremost skill that contains both convergent and divergent thinking
for generating possible solutions to a problem (Newman, 1995). The skills in problem-
solving are perspectives that relate to identifying causality, structure, and deploying a
system of knowledge to fix the complex problem (Jonassen, 2004).

The usefulness of creative solution is necessary with regard to improvement
and adaptation to several other contexts and several different entities. Creative problem
solving reflects the processes of crucial creativity that link with the building which is
composed of the action of identifying and construction, the acquisition of information
and concepts, as well as the implementation that contains assessment, selection, and
planning (Reiter-Palmon and Illies, 2004). Creative solution has an important role and
implications in enhancing organizational productivity and performance, which ability
solves problems creatively and is also a key skill of organizations in the face of constantly
changing problem conditions (Trilling and Fadel, 2009). Therefore, creative solution
usefulness competency in this research is defined as the organization's ability that
provides support to an employee to find a way to be more diverse, pursue new
possibilities, create new alternatives, and think outside the box for the problem-solving

of an organization in order to help achieve organizational business goals and objectives
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(Caughron and Mumford, 2008; Althuizen and Wierenga, 2014; Puccio, 1999; Ray and
Romano, 2013).

Creative problem solving is also linked the possible solution processes
and creative thinking to use effective problem-solving, are a crucial requirement
for organizational innovation (Kirton, 2003). Creative solution is important in the
organization that is demonstrated by the creativity of employees in order to find a
solution to the problems in the organization, and the creative solution of organizations
that can be used as the competitive engine to gain and maintain business competitiveness
(Ray and Romano, 2013). Previous studies have related to creative solution, and
demonstrate a process that involves creative solution, which consists of five stages that
are: a fact-finding, identifying, idea generation, evaluation and selection of solutions.
Acceptation in response to finding creative solutions to firm problems can build firm
success and are essential to producing organizational excellence in the future (Basadur,
Graen, and Green, 1982; Mumford et al., 1991). Generally studies have found that
creativity in an organization is associated with a creative solution, which investigation
found that individual creativity to solving problems for achieving firm success when is
also in the same situation (Carmeli, Gelbard, and Reiter-Palmon, 2013). Based on the
relevant literature, creative solution usefulness competency is more likely to increase
organizational productivity, organizational innovation, organizational excellence,
business competitiveness, and firm success. Therefore, the hypotheses are proposed as

follows:

Hypothesis 5a: Creative solution usefulness competency has a positive
influence on organizational innovation.

Hypothesis 5b: Creative solution usefulness competency has a positive
influence on organizational productivity.

Hypothesis 5c: Creative solution usefulness competency has a positive
influence on organizational excellence.

Hypothesis 5d: Creative solution usefulness competency has a positive
influence on business competitiveness.

Hypothesis 5e: Creative solution usefulness competency has a positive

influence on firm success.
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The Effects of the Consequences of Employee Creativity Management
Capability on Business Competitiveness and Firm Success

This section investigates the effects of consequences of employee creativity
management capability that consist of organizational productivity, organizational

innovation, organizational excellence on business competitiveness and firm success
shown in Figure 3.

Figure 3 The Effects of Consequences of Employee Creativity Management

Capability on Business Competitiveness and Firm Success
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Organizational innovation

Competitiveness pertains to the effectiveness of an organization have shown
that organizational innovation as the main driving force in the creating of significant
potential for organizations (Madrid-Guijarro, Garcia, and Auken, 2009). A competitive
situation in the market as the crucial driving force which provide developing and
implementing an organizational innovation to protect competition and can respond
to the challenges of markets (Matzler et al., 2013). The importance of firm
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competitiveness are driven by and depends upon organizational innovation, which is a
core factor for organizations to build a competitive advantage that results from
inimitable skills and unique abilities of the organization (Noruzy et al., 2013).
Creating products is a result of the organization’s capacity to transform resources into
organizational innovation for responding to market demands which is regarded as an
important requirement to build and maintain business competitiveness (Camison and
Villar-Lopez, 2014). Many of the organizations effort to build or develop technological
capabilities and organizational innovation to respond to changes in market needs, which
are factors involved in individual productivity that can lead to increased organizational
productivity (Gera and Gu, 2004). The perspective on novelty, improvements, and
responsiveness to customer needs are essential components and has emphasized the
importance of the organizational innovation which can be considered a core part for
achieving the success of the firm (Santos-Vijande and Alvarez-Gonzalez, 2007). The
development, improvements, and modifications of original products in an organization
are considered as the core elements of organizational innovations that originate from the
ability of the organization to achieve its objectives, which is are important in driving
organizational excellence (Chen and Lin, 2009). Fast adaptability, flexibility, and agility
are regarded as crucial capability of creating an organizational innovation to respond
effectively to rapidly changing business scenarios due to the performance of the
organization depends upon the creation of greater organizational innovation, which is
prerequisite for business competitiveness (Liao and Wu, 2010). Organizational
innovation is novelty in how value creates the difference in several approaches to
practices, processes, and services development within the organization in order to create
and maintain organizational productivity in the long-term (Mazzanti, Pini, and Tortia,
2006). Therefore, organizational innovation in this research is defined as the new work
process, new method, new products, new services, or new technologies which
implemented by organizations for responding to changing customer demands and
rapidly changing business scenarios (Damanpour, 1996 ; Montes, Moreno, and Morales,
2005).

The importance role of organizational innovation to enhance business
competitiveness, which is a factor for organizations to build a competitive advantage

that results from inimitable skills and unique abilities of the organization (Noruzy et al.,
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2013). Organizational innovation is reflected in business growth and performance
increases, is closely related to the organizational effectiveness (Garcia-Morales,
Llorens-Montes, and Verdd-Jover, 2006). Achieving marketing success and building
and maintaining business competitiveness are created by the development of new
products and services are regarded as important part of organizational innovation to
meet customer needs and achieve satisfaction (Ho, 2011). In building sustainability

for organization, organizational innovation is the key factor for creating a competitive
advantage, the future growth of organizations, and increasing the effectiveness of its
operations in the economic system (Alshammari et al., 2014). Organizational innovation
has a direct relationship to an organization's capability and its performance. Organizations
want to be successful, and it is needed to create innovation responding to changes in a
business environment (Carmen and José, 2008). Based on the relevant literature,
organizational innovation will have a positive influence on organizational productivity,
organizational excellence, business competitiveness, and firm success. Therefore, the

hypotheses are posited as follows:

Hypothesis 6a: Organizational innovation has a positive influence on
organizational productivity.

Hypothesis 6b: Organizational innovation has a positive influence on
organizational excellence.

Hypothesis 6¢: Organizational innovation has a positive influence on
business competitiveness.

Hypothesis 6d: Organizational innovation has a positive influence on firm

SUCCeSS.

Organizational productivity

Productivity is great importance to the employees, the organization, and the
national economy, which can use to create sustainable competitive advantage (Yesufu,
2000, Akinyele, 2010). Efficiency and effectiveness are the critical factors of productivity,
which these factors create a balance of performance. Also, the profitability can be found
from value creation, time effectiveness and quality products (Oeij et al., 2012).

Organizational productivity are driven by depends upon employee effectiveness and
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managerial efficiency and are greatly relate to efficient use of resources, machines
and environment, due to it is the foremost driving force which provide organization’s
growth and profitability lead to profit maximization and business competitiveness
(Masi and Cooke, 2000).

The competitiveness of the manufacturing industry focuses on productivity by
stimulating the development of productivity in profitability, work quality, sales, and
processes (Culnan and Bair, 1983; Pritchard, 1990). Improving operational efficiencies
of the organization to reduce the amount of waste, energy, labor, and time are the
difference between inputs that is less than output, by which comes productivity
improvement in the organization (Oeij et al., 2012). Therefore, organizational
productivity in this research is defined as the working systems, which are outstanding
and modern to help improve process efficiency, and using resources efficiently in
response to customer need and superior value (Ritchie and Dale, 2000).

Productivity improvement of an organization will affect its ability to achieve
long-term profit and growth (Neely, 2002). Increasing the productivity of an organization is
formed by talent, skills and knowledge, which are the important assets of the organization
to improve performance (Halkos and Tzeremes, 2007). The most common measure of
an organization's ability can be measured by productivity, which is the output from the
production activities of an organization (Chinda, 2012). Base on the relevant literature,
organizational productivity will have a positive influence on business competitiveness

and firm success. Therefore, the hypotheses are posited as follows:

Hypothesis 7a: Organizational productivity success has a positive influence
on business competitiveness.
Hypothesis 7b: Organizational productivity success has a positive influence

on firm success.

Organizational excellence

A myriad of organizations want to bring excellence into the workplace because
it can increase competitiveness over other rivals. Organizational excellence originates
from the best practice of an organization that enables successful organizations to remain

competitive, which is the greatest challenge that an organization faces in response to
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changing needs (Marrewijk et al., 2004). Organizational excellence reflects responding
to customer satisfaction and creating better value for customers through better
operational efficiency, operations that are outstanding, and the ability to coordinate
within the organization (Darling and Nurmi, 1995). The challenge for organizational
excellence is to find a way of achieving a sustainable competitive advantage over the
other competition, by the prime goal of organizational excellence in operating
efficiently over rivals (Reijers and Manser, 2005).

Organizational excellence is regarded as one of effective ways for firms to
sustain organization capability in responding to change in a rapidly-changing business
environment (Kaynack, 2003). Organizational excellence can bring a great advance to
organization by focusing on managing the business strategy, business practices, and
firm's stakeholders to work together cohesively on a shared goal that lead to achieving
the business competitiveness and success (Adebanjo and Mann, 2008). Organizational
excellence is integrated into each prime process, activity, and resource to support the
ability to achieve the objectives of the organization, which is a great basis for
establishing a business sustainability concept (Gordon, Loeb and Tseng, 2009).

In this research, organizational excellence is defined as the working systems that

are outstanding and modern to help improve process efficiency, and using resources
efficiently in response to customer need and superior value. (Ritchie and Dale, 2000;
Hardjono and Marrewijk, 2001).

Many researchers study the importance of organizational excellence that relates
to the performance of an organization. Tari, Molina, and Casterjon (2007) demonstrate
the adoption of Total Quality Management (TQM), and an improved firm leads to
excellence and sustainability. Organizational excellence is positively related to business
performance. Kalyani and Sahoo (2011) argue that organizational excellence can bring
the greatest benefit to the organization by performing better than the other firm. Many
organizations want to achieve within a particular period of time, creating a business
excellence is an effective alternative for the organization. This is often described as
outstanding practices for delivering value to customers and for managing customer
relationships in ways that benefit the organization and its stakeholders (Ritchie and
Dale, 2000). A sustainable competitive advantage originates from concentration on

improving operational efficiency and effectiveness to seek a way of achieving the
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greatest benefit to the business, such as in responding to customer need by exceeding
their expectations (Kaynak and Hartley 2005). Rapid response to planning and
managing the production process is the prime factor in making the changes that lead to
organizational excellence. Many organizations attempt to increase the efficiency and
effectiveness of operations to enable them to maintain competitive advantage (Reijersa
and Mansar, 2005). Based on the relevant literature, organizational excellence will have
a positive influence on business competitiveness and firm success. Therefore, the

hypotheses are posited as follows:

Hypothesis 8a: Organizational excellence has a positive influence on
business competitiveness.
Hypothesis 8b: Organizational excellence has a positive influence on firm

SUCCesS.

The Effects of Business Competitiveness on Firm Success and Corporate

Sustainability
This section investigates the effects of business competitiveness on firm

success and corporate sustainability shown in Figure 4.

Figure 4 The Effects of the Effects of Business Competitiveness on Firm

Success and Corporate Sustainability
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Business competitiveness

The concept of competitiveness is used in a wide variety of fields, which is
associated with many theories. Competitiveness is linked to the strategy and operations
of an organization (Barney, 2001). The development of prices and costs as a key concept
of firm competitiveness, indicate the potential of the organization's performance, namely
market shares and sales growth (Testa, Iraldo, and Frey, 2011). Pungboonpanich and

Ussahawanitchakit (2010) define competitive advantage as the ability of a firm in

building and sustaining superiority, and gaining or maintaining market position.
Competitiveness is a factor that explains the fundamental strength of the economy,
because it relates to competitors in competitive markets for goods, services, skills,
and concepts (Ambasta and Momaya, 2004).

Most of the definitions of competitiveness are related to the capabilities and
offerings of the organization for competition with rivals in the market (Feurer and
Chaharbaghi, 1994). Business competitiveness is a superior competitive ability over
others in design, manufacturing, service and product which can be considered superior
performance from both monetary and non-monetary value (D’Cruz, 1992). Business
competitiveness is important, which relates directly to the customers, shareholders, and
business, to create better value through the organization’s ability to both proactively and
reactively respond to a rapidly-changing market (Feurer and Chaharbaghi, 1994). In this
research, business competitiveness is defined as the potential of organizations to manage
and operate business better than a competitor, which is the ability to provide good
customer service, generate innovation, and maintain quality (Testa, Iraldo, and Frey,
2011).

Intarapanich and Ussahawanitchakit (2011) indicated that the ability of
organization to an achieve superiority over its rivals is a critical factor for the concept of
competitive success in business that comprises organizational creativity, new operation
strategy, and new product and service development. Prasertsang and Ussahawanitchakit
(2012) provide the relationship between firm competitiveness and corporate sustainability,
which demonstrates that the business competitiveness and firm success are regarded as
significant mechanism that is essential to create corporate sustainability in a rapidly

changing business environment. Singh (2012) suggested that the business competitiveness
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demonstrated by strong competitive position in an industry, and increasing market share
which originates from operational efficiency and effectiveness, is the greatest challenge
that organizations face. In building a business competitiveness of organizations, there
are a variety of approaches to achieve a business competitiveness, including strategies
implementation that enhance the ability of an organization, such as a cost leadership
strategy and a differentiation strategy to gain a firm success (Tan et al., 2015). Based on
the relevant literature, business competitiveness will have a positive influence on firm

success and corporate sustainability. Therefore, the hypotheses are posited as follows:

Hypothesis 9a: Business competitiveness has a positive influence on firm
success.
Hypothesis 9b: Business competitiveness has a positive influence on

corporate sustainability.

Firm success

The organization operates to achieve organizational goals and objectives, both
in terms of finance and marketing, consisting of customer relationship management,
customer satisfaction, sales growth, market share, and profitability, that can build
corporate sustainability in future (Cadez and Guilding, 2008; Maltz, Shenhar, and
Reilly, 2003). Waranantakul, Ussawanitchakit, and Jhundra-indra (2013) provided
an understanding of firm success as the operation to achieve the prime goals, which
introduces the four major perspectives of the performance consisting of finance,
customer, internal business process, and growth. Chalatharawat, Jirapa, and
Ussahawanitchakit (2009) is described in term of firm success as achieving the highest
possible profit for the firm, which is derived from a potential of performance by four
prime perspectives comprised of finance, customers, internal business processes,
learning and growth.

Cadez and Guilding (2008) provide that many organizations are measuring the
key success of organizations, which is measured in a variety of dimension, such as
profitability, customer satisfaction, and employee satisfaction, contribution to society,
sales volume, market share, and return on investment (ROI). Some of the organizational

achievements originate from the influence of capabilities, both personal and
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organizational (Turner and Crawford, 1998). Therefore, firm success in this research is
defined as the achievement of the business to have income and profits according to the
goals, the growth rate of market share, the financial position and the performance that
are higher (Maltz, Shenhar, and Reilly, 2003).

There are important for organizational survival and growth. Chatman and
Barsade (1995) suggest firm success, related to strategic capabilities, is a key factor to
the success of the organization, because the organization can be used as a competitive
weapon for it to gain success in a challenging and rapidly-changing market. Based on
the relevant literature, firm success will have a positive influence on corporate

sustainability. Therefore, the hypothesis is posited as follows:

Hypothesis 10: Firm success has a positive influence on corporate

sustainability.

Corporate sustainability

Many businesses make the effort to keep the key objective to achieve the
long-term highest profit, superior performance, cost reduction, and long-term competition.
Sustaining superior performance originate from using a proper strategy of organization.
(Venkatraman and Ramanujam, 1986). Hart and Milstein (2003) define corporate
sustainability as corporate capabilities to generate "sustainable development delivering
simultaneously economic, social, and environmental benefits, the so-called triple
bottom line" (p. 56). Corporate sustainability that originates from the developing and
supporting corporate capabilities is a significant tool to gain or maintain a long-term
competition (Johannessena and Olsen, 2003). Enhancing an organization's ability to
responds customers, shareholders, and employees, demands of the organization
significant methods to create a sustainable organization (Dyllick and Hockerts, 2002).

The prime factor that helps to create a sustainable business originates from
enhancing corporate reputation and market presence, and adopting good business
practices, which manage sustainability to improve processes, pursue growth, and add
value to an organization (Wong and Avery, 2009). Most organizations hope to become
sustainable. Measuring the strategic success of the organization is one which may be

considered by making business more sustainable (Slater, Hult, and Olson, 2010). In this
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research, corporate sustainability is defined as the long-term performance of firms that
are increasing continuously and maintain profitability in both profit and non-profit
success (Dyllick and Hockerts, 2002; Szekely and Knirsch, 2005).

Corporate sustainability is associated with long-term profits, responding to
customer need, corporate reputation, creating shareholder value, and the quality of
products and services, which are ways to make a business more sustainable (Szekely
and Knirsch, 2005). Hockerts and Wustenhagen (2010) proposed that innovation to help
create corporate sustainability by incremental innovation is an increasingly important
factor in supporting activities that value the environment, determining corporate social
responsibility and eco-efficient construction, which can build a long-term competition.
Developing of corporate sustainability is a prime tool in reducing the cost of production,
risk management process, and new product development for a corporation to enjoy
sustained, above-normal returns in the long-term (Branco and Rodrigues, 2006;
Azapagic, 2003).

The Effects of the Antecedent Variables on Employee Creativity Management

Capability

This research proposes that employee creativity management capability is
gained from the influence of both endogenous and exogenous organizational
determinants. It includes four antecedents of employee creativity management
capability. Vision for proactive operation, top management support, and organizational
learning culture are the endogenous determinants of a firm; whereas, continuous
environment change is the exogenous determinant of a firm. This research tests what
and how the antecedents of employee creativity management capability have a
significant effect on the five dimensions of employee creativity management, including
new ideas generation orientation, working practice originality implementation, novel
operational method awareness, job improvement value focus, and creative solution

usefulness competency as shown in Figure 5 below.
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Proactivity is preparing for the environment by initiative and change that are a

reaction to the requirements of surrounding circumstances (Bateman and Crant, 1999).

Kirkpatrick, Wofford, and Baum (2002) argue that vision is defined as foresight to

achieve the goal and objective of an organization in the future. Rauch et al. (2009)

showed that proactivity is the perspective of seeking opportunity and initiative for

looking forward, which respond to customer demand in the future by offering new

products and services.

Proactive vision is managing the complex and high dynamic that supports

learning constantly in adapting to a rapidly-changing environment in which there are
increasing market opportunities (Hughes and Morgan, 2007). Proactive operations is

broadly perceived as the understanding, application, and continuous improvement in

response to finding strategy, infrastructure, and technology, which are generating a

long-term commitment to professionalism and optimized operations performance for an

organization (Golonka, 2015). In this research, vision for proactive operations refers to

the direction and goals of the organization that are careful to cope with change in the

future that is associated with the objective of the organization by analyzed opportunity
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and the threat of concept change which improves the current situation and develops
efficiency (Elenkov, Judge, and Wright, 2005; Montani, Odoardi, and Battistelli, 2014;
Moore, Konrad, and Hunt, 2010).

Vision for proactive operations is positively associated with innovation through
creativity which is important to new idea generation and creative solutions with new
ways to solve organizational problems (Haeckel, 2004). Proactive vision is related to
the implementation of the working practice and behavior of employee to generate
innovation which, is born of learning goals for the organization, and an environment
conducive to creativity (Montani, Odoardi, and Battistelli, 2014). Vision for proactive
operations is important to support and promote the use of working practice in the
workplace. It also enhances the role of the executive management of the organization
that helped facilitate the operations method (Moore, Konrad, and Hunt, 2010). The role
of vision for proactive operations that relies upon the important mechanism for the
direction, operations, and performance of organizations is regarded as the driving force
that affects appropriate job improvement to achieve organizational goals in order to
adapt to change in a business environment (Rondinelli, 2004). Based on the relevant
literature, vision for proactive operation has a positive influence on new idea generation
orientation, working practice originality implementation, novel operational method
awareness, job implement value focus, and creative solution usefulness competency.

Therefore, the hypotheses are posited as follows:

Hypothesis 11a: Vision for proactive operations has a positive influence on
new idea generation orientation.

Hypothesis 11b: Vision for proactive operations has a positive influence on
working practice originality implementation.

Hypothesis 11c: Vision for proactive operations has a positive influence on
novel operational method awareness.

Hypothesis 11d: Vision for proactive operations has a positive influence on
job improvement value focus.

Hypothesis 11e: Vision for proactive operations has a positive influence on

creative solution usefulness competency.
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Top management support

Top management support has a key executive role in boosting employee
performance that is important in determining the use of an enterprise resource planning
system for responding to complex environmental challenges (Elbanna, 2013).
Krumwiede, Suessmair, and MacDonald (2007) showed that top management support is
defined as providing guidelines for executives that emphasize, promote, and dedicate to
helping its members to gain confidence in the ability of executives to solve problems,
make decisions and perform tasks, and thus lead to achieve more in the organization.
Empirical research has found that top management support is the driving mechanism
which provides change in an organization to make sure that the working practices has a
congruent relationship between skills and the ability of the organization (Santhosh and
Baral, 2015).

Top management support is the essential attribute for promoting the new idea
generation that originates from the executives dedicated to helping employee in timely
way can lead to better new idea generation in an organization (Elbanna, 2013). The role
of top management in supporting for employees can bring benefit by communicating
the objectives and the working practice for employees, which is using its authority to
overcome various obstacles that can promote the competence and potential of a firm to
achieve a good operation method and encourage usage for job improvement (Ifinedo,
2008). Therefore, top management support in this research is defined as the emphasis of
executives in implementation of time, cost and resources to operate activities within the
organization to achieve its objectives (Al Shaar et al., 2015; Elbanna, 2013; Khan,
Lederer, and Mirchandani, 2013).

Top management support is the prime factor which enhances an organization's
ability to create both product innovation and process innovation, and is also a
significant tool that affects the organizational structure and information technology
(Al Shaar et. al., 2015). The support of top management is essential to performance,
which demonstrates a management predilection for planning over improvisation, and
adaptation in response to searching creative solutions to firm problems (Khan, Lederer,
and Mirchandani, 2013). Based on the relevant literature, top management support has a
positive influence on new idea generation orientation, working practice originality

implementation, novel operational method awareness, job implement value focus, and
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creative solution usefulness competency. Therefore, the hypotheses are posited as

follows:

Hypothesis 12a: Top management support has a positive influence on new
idea generation orientation.

Hypothesis 12b: Top management support has a positive influence on
working practice originality implementation.

Hypothesis 12c: Top management support has a positive influence on novel
operational method awareness.

Hypothesis 12d: Top management support has a positive influence on job
improvement value focus.

Hypothesis 12e: Top management support has a positive influence on

creative solution usefulness competency.

Organizational learning culture

Organizational learning culture is one that promotes openness to new ideas,
innovation capacity, and organizational learning that happens in organizations. These
ideas contribute to the development of new knowledge and create a competitive
advantage. The generation of learning culture within an organization reflects the
relationships among culture, capacity and performance, which are associated with
organizational learning culture (Kandemir and Hult, 2005). A learning culture is
described in terms of organizational climate which is highly regarded as the mechanism
in creating learning environments that response to opportunities and challenging
situations for renewal, change, and adaptation in a rapidly-changing environment. The
role of learning culture within an organization identifies the prime role of
communication and collaboration, and also can be used to collect data and information
which is the crucial driving force of creative solutions to achieve a novel operational
efficiency (Daft, 2007). Organizational learning culture is defined as a set of values or
norms related to the work of the organization. These elements consist of seeking,
interpreting and understanding change.

Creating a learning culture has a significant, positive relationship with

technical and administrative innovation, which originates from creativity within
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organizations (Skerlavaj, Song, and Lee, 2010). An organizational learning culture
affects increased performance which is the outcome of an organization. While dynamic
capability originates from organizational learning, it enables an organization to remain
competitive in a rapidly-changing marketplace. Organizational learning culture is
related to a firm's dynamic capabilities are driven by depending upon working practice
originality (Hung et al., 2010). The benefits of implementing learning culture is a core
requirement for the modification of employees’ behaviors; is a mechanism for
acquisition, transfer, and generation of knowledge that provide an implementation of
effective knowledge; and is regarded as the foremost factor of new idea generation in
business competitiveness (Kandemir and Hult, 2005). Therefore, organizational learning
culture in this research is defined as the generating of values, norms, and beliefs for the
employees in the organization, and is encouraging behavior and the common sense of
learning, obtaining continual learning, and creating new knowledge and knowledge
utilization for the benefit of the organization (Hahn, Lee, and Lee, 2015; gkerlavaja,
Song, and Lee, 2010; Hung et al., 2010).

Enhancing employee creativity is important to successful performance in a
highly competitive business environment that responds to an organization’s need
through effective management and learning cultures, positively influenced by employee
creativity (Hahn, Lee, and Lee, 2015). The culture of a learning organization is giving
priority to improve the mechanisms and structures of creation, retention, transfer and
implementation of knowledge to increase and improve the efficiency of operational
methods for an organization (Edvinsson and Sullivan, 1996). Moreover, the concept of
organizational learning culture is supporting knowledge-sharing of employees which
can increase optimum performance. Effective learning culture brings a great advance in
the value of job improvement that also helps promote individual and organizational
performance (Skerlavaj, Stemberger, and Dimovski, 2007). Based on the relevant
literature, organizational learning culture has a positive influence on new idea
generation orientation, working practice originality implementation, novel operational
method awareness, job implement value focus, and creative solution usefulness

competency. Therefore, the hypotheses are posited as follows:
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Hypothesis 13a: Organizational learning culture has a positive influence on
new idea generation orientation.

Hypothesis 13b: Organizational learning culture has a positive influence on
working practice originality implementation.

Hypothesis 13c: Organizational learning culture has a positive influence on
novel operational method awareness.

Hypothesis 13d: Organizational learning culture has a positive influence on
job improvement value focus.

Hypothesis 13e: Organizational learning culture has a positive influence on

creative solution usefulness competency.

Continuous environmental change

The impact of social, economic, political, and technological changes are part of
the external environment of an organization. Continuous environmental change brings
both opportunities and threats for an organization. Many organizations assess that their
environmental change is a prime tool in competition. Environmental change is a major
influence on the performance of the organization, affecting the operation methods of the
organization, which increases or decreases competitiveness (Lissack and Gunz, 2005).

Environments are changing rapidly; as a result, an organization enhances its
action for adaptation in the context of environmental stresses. The effectiveness of the
ability of an organization to adapt working practice is the basis of good performance for
building a competitive advantage (Sirmon, Hitt, and Ireland, 2007). The environmental
volatility of competition has resulted in many organizations needing to adapt to changes
due to the increase of pressure, such as in a short product life cycle, changing consumer
demands, or manufacturing complexity. These are the factors critical to the adaptation
of the organization that can promote creative solutions in response to problems.
(Hamood, Omar, and Sulaiman, 2011). In this research, continuous environmental
change is defined as the ongoing increase of differences, diversity, and uncertainty in
the external environment of the organization. It is both short and long-term which
cannot be predicted (Giedraitis, 2014; Lissack and Gunz, 2005; Luo, 2001; Zhou, Yim
and Tse, 2005).
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The concept of globalization is related to the process of the aggravation of
economy, politics, society and culture, to guide job improvement of an organization in
responding to continuous environmental change (Hjalager, 2007). The economy,
technology, society, and politics are external factors of an environment that affect the
adaptive operation; as a result, an organization must realize the importance of new ideas
generation to finding operational methods which are the foremost factors in response to
a rapidly-changing organizational environment (Lissack and Gunz, 2005). Based on the
relevant literature, continuous environmental change has a positive influence on new
ideas generation orientation, working practice originality implementation, novel
operational method awareness, job implement value focus, and creative solution

usefulness competency. Therefore, the hypotheses are posited as follows:

Hypothesis 14a: Continuous environmental change has a positive influence
on new ideas generation orientation.

Hypothesis 14b: Continuous environmental change has a positive influence
on working practice originality implementation.

Hypothesis 14c: Continuous environmental change has a positive influence
on novel operational method awareness.

Hypothesis 14d: Continuous environmental change has a positive influence
on job improvement value focus.

Hypothesis 14e: Continuous environmental change has a positive influence

on creative solution usefulness competency

The Moderating Effects of Technology Growth on the Relationships between

Antecedents and Employee Creativity Management Capability

This part describes the influences of technology growth as a moderator, as it
strengthens the relationships between employee creativity management capability and

the consequences which are shown in Figure 6.
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Figure 6 The Moderating Effects of Technology Growth on the Relationships

between Antecedents and Employee Creativity Management
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Technology Growth

Technology growth refers to the rapid advancement of technology. Advances
in technology growth lead to an organization's rapid expansion. Technology allows an
organization the opportunity to increase performance by using technology which acts as
tool of economic growth (Glazer and Weiss, 1993). The growth of technology allows
organizations to strengthen their ability of technology, which is the engine for
enhancing its competitiveness, the ability to develop new products and services, and
improve existing products and services for their successful operation (Prasnikar et al.,
2008). The growth of technology is important to facilitate the expansion of the business
through its networking, hardware, software, and internet, that are powerful tools; and on
its influence in the development of products, and responding to market demand
(Rygielski et al., 2002)
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The growth of technology enhances the development of processes and practices
in an organization, which are expanding and facilitate work. These technology factors
make for a rapid response to market demands under an economy with rapid growth
(Allred and Swan, 2004). Technology is critical to the development of the organization.
The advancement of technology changes the enhancement of the performance of the
organization, which are benefits to a great advance in business (Kraaijenbrink,
Wijnhoven, and Groen, 2007). Sheth and Parvatiyar (1995) demonstrate that
technological growth is technological progress, which is a key factor supporting the
implementation of the organization in response to the global market. In this research,
technology growth is defined as the rapid advances of technology which make
utilization and empowerment to better work and enables organizations to respond
quickly (Allred and Swan, 2004; Cragg and Mills, 2011; Konthong and
Ussahawanitchakit, 2010).

Growing technology creates opportunities and reduces barriers to work for the
organization by technology management which is powerful and dynamic, and which
enhances competitiveness for organizations that face the challenge (Rudez and Mihalic,
2007). The organization requires advanced technology to generate creativity in a
learning environment. These affect business processes and culture development. The
organization also uses technology to enhance its ability to conduct high-quality
performance (Allred and Swan, 2004). Organizations use both hardware and software,
which are the technological resources, to support learning activities for storing,
searching, and retrieving knowledge. These give organizations the ability to manage
knowledge in order to increase company competitiveness (Jithom and
Ussahawanitchakit, 2010). The application of technology in work practices help
simplify production processes and build the capacity of a staff by applying technology
in practical applications which is a key determinant of an organization's success
(Bresnahan, Brynolfsson, and Hitt, 2002).

Therefore, a higher level of technological growth will positively moderate the
relationships among the antecedent variables consisting of vision for proactive
operation, top management support, organizational learning culture, and continuous
environmental change on five dimensions of employee creativity management

capability that consist of new ideas generation orientation, working practice originality
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implementation, novel operational method awareness, job implement value focus, and
creative solution usefulness. Based on the above literature, the hypotheses are proposed

as follows:

Hypothesis 15: The relationships between vision for proactive operation and
(a) new ideas generation orientation, (b) working practice originality implementation,
(c) novel operational method awareness, (d) job improvement value focus, and (e)
creative solution usefulness competency will be positively moderated by technology
growth.

Hypothesis 16: The relationships between top management support and (a)
new ideas generation orientation, (b) working practice originality implementation, (c)
novel operational method awareness, (d) job improvement value focus, and (e)
creative solution usefulness competency will be positively moderated by technology
growth.

Hypothesis 17: The relationships between organizational learning culture
and (a) new ideas generation orientation, (b) working practice originality
implementation, (c) novel operational method awareness, (d) job improvement value
focus, and (e) creative solution usefulness competency will be positively moderated by
technology growth.

Hypothesis 18: The relationships between continuous environmental change
and (a) new ideas generation orientation, (b) working practice originality
implementation, (c) novel operational method awareness, (d) job improvement value
focus, and (e) creative solution usefulness competency will be positively moderated by

technology growth.

Summary

In conclusion, employee creativity management capability is the main concern
of this research that is focused on its antecedents and its consequences. In this research,
employee creativity management capability has five dimensions, composed of new
ideas generation orientation, working practice originality, novel operational method

awareness, job improvement value focus, and creative solution usefulness competency.
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Furthermore, this research investigates the impact of organizational productivity,
organizational innovation, organizational excellence, business competitiveness, and
firm success on corporate sustainability. In addition, this research also investigates the
influence of four antecedents, including vision for proactive operation, top management
support, organizational learning culture, and continuous environmental change on each
dimension of employee creativity management capability. In addition, one variable as
the moderator is technology growth which stimulates the relationships among the
antecedents of employee creativity management capability (vision for proactive
operation, top management support, organizational learning culture, and continuous
environmental change) and five dimensions of employee creativity management
capability; whereas, technology growth stimulates the relationships among five
dimensions of employee creativity management capability.

This chapter has detailed the literature review; the two theories, including the
dynamic capability theory, and organizational learning theory; the conceptual
framework; and the proposed set of eighteen testable hypotheses. Employee creativity
management capability is the main concern of this research that is focused on its
antecedents and consequences. Moreover, technology growth is the moderator of the
relationships between the antecedents and employee creativity management capability.
Table 3 presents the summaries of all hypotheses relationships as shown below.

The next chapter focuses on describing the research method, including the
population selection and collection procedure, the variable measurements of each
construct, the instrumental verification, the statistics and equations to test the

hypotheses, and a summary of the variable definitions and operations for research.
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Table 3 Summary of Hypothesized Relationships

Hypotheses Description of Hypothesized Relationships

Hla New ideas generation orientation has a positive influence on
organizational innovation.

H1b New ideas generation orientation has a positive influence on
organizational productivity.

Hic New ideas generation orientation has a positive influence on
organizational excellence.

H1d New ideas generation orientation has a positive influence on business
competitiveness.

Hle New ideas generation orientation has a positive influence on firm
success.

H2a Working practice originality implementation has a positive influence
on organizational innovation.

H2b Working practice originality implementation has a positive influence
on organizational productivity.

H2c Working practice originality implementation has a positive influence
on organizational excellence.

H2d Working practice originality implementation has a positive influence
on business competitiveness.

H2e Working practice originality implementation has a positive influence
on firm success.

H3a Novel operational method awareness has a positive influence on
organizational innovation.

H3b Novel operational method awareness has a positive influence on
organizational productivity.

H3c Novel operational method awareness has a positive influence on

organizational excellence.
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Table 3 Summary of Hypothesized Relationships (continued)

Hypotheses Description of Hypothesized Relationships

H3d Novel operational method awareness has a positive influence on
business competitiveness.

H3e Novel operational method awareness has a positive influence on firm
success.

H4a Job improvement value focus has a positive influence on
organizational innovation.

H4b Job improvement value focus has a positive influence on
organizational productivity.

H4c Job improvement value focus has a positive influence on
organizational excellence.

H4d Job improvement value focus has a positive influence on business
competitiveness.

H4e Job improvement value focus has a positive influence on firm success.

H5a Creative solution usefulness competency has a positive influence on
organizational innovation.

H5b Creative solution usefulness competency has a positive influence on
organizational productivity.

H5c Creative solution usefulness competency has a positive influence on
organizational excellence.

H5d Creative solution usefulness competency has a positive influence on
business competitiveness.

H5e Creative solution usefulness competency has a positive influence on
firm success.

H6a Organizational innovation has a positive influence on organizational
productivity.

H6b Organizational innovation has a positive influence on organizational

excellence.
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Hypotheses | Description of Hypothesized Relationships

H6c Organizational innovation has a positive influence on business
competitiveness.

H6d Organizational innovation has a positive influence on firm success.

H7a Organizational productivity has a positive influence on business
competitiveness.

H7b Organizational productivity has a positive influence on firm success.

H8a Organizational excellence has a positive influence on business
competitiveness.

H8b Organizational excellence has a positive influence on firm success.

H9a Business competitiveness has a positive influence on firm success.

H9b Business competitiveness has a positive influence on corporate
sustainability.

H10 Firm success has a positive influence on corporate sustainability.

Hlla Vision for proactive operations has a positive influence on new idea
generation orientation.

H11b Vision for proactive operations has a positive influence on working
practice originality implementation.

Hllc Vision for proactive operations has a positive influence on novel
operational method awareness.

H1ld Vision for proactive operations has a positive influence on job
implement value focus.

Hlle Vision for proactive operations has a positive influence on creative
solution usefulness competency.

H12a Top management support has a positive influence on new ideas
generation orientation.

H12b Top management support has a positive influence on working practice

originality implementation.
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Table 3 Summary of Hypothesized Relationships (continued)

Hypotheses | Description of Hypothesized Relationships

H12c Top management support has a positive influence on novel operational
method awareness.

H12d Top management support has a positive influence on job implement
value focus.

H12e Top management support has a positive influence on creative solution
usefulness competency.

H13a Organizational learning culture has a positive influence on new ideas
generation orientation.

H13b Organizational learning culture has a positive influence on working
practice originality implementation.

H13c Organizational learning culture has a positive influence on novel
operational method awareness.

H13d Organizational learning culture has a positive influence on job
implement value focus.

H13e Organizational learning culture has a positive influence on creative
solution usefulness competency.

H14a Continuous environmental change has a positive influence on new
ideas generation orientation.

H14b Continuous environmental change has a positive influence on working
practice originality implementation.

Hl4c Continuous environmental change has a positive influence on novel
operational method awareness.

H14d Continuous environmental change has a positive influence on job
implement value focus.

Hl4e Continuous environmental change has a positive influence on creative

solution usefulness competency.
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Table 3 Summary of Hypothesized Relationships (continued)

Hypotheses

Description of Hypothesized Relationships

H15a

The relationships between vision for proactive operations and new
ideas generation orientation will be positively moderated by
technology growth.

H15b

The relationships between vision for proactive operations and working
practice originality implementation will be positively moderated by

technology growth.

H15c

The relationships between vision for proactive operations and novel
operational method awareness will be positively moderated by

technology growth.

H15d

The relationships between vision for proactive operations and job
improvement value focus will be positively moderated by technology
growth.

H15e

The relationships between vision for proactive operations and creative
solution usefulness competency will be positively moderated by
technology growth.

H16a

The relationships between top management support and new ideas
generation orientation will be positively moderated by technology
growth.

H16b

The relationships between top management supports working practice
originality implementation will be positively moderated by technology
growth.

H16¢

The relationships between top management support and novel
operational method awareness will be positively moderated by

technology growth.

H16d

The relationships between top management support and job
improvement value focus will be positively moderated by technology
growth.
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Table 3 Summary of Hypothesized Relationships (continued)

Hypotheses

Description of Hypothesized Relationships

H16e

The relationships between top management support and creative
solution usefulness competency will be positively moderated by

technology growth.

H1l7a

The relationships between organizational learning culture and new
ideas generation orientation will be positively moderated by

technology growth.

H17b

The relationships between organizational learning culture and working
practice originality implementation will be positively moderated by

technology growth.

H17c

The relationships between organizational learning culture and novel
operational method awareness will be positively moderated by

technology growth.

H17d

The relationships between organizational learning culture and job
improvement value focus will be positively moderated by technology
growth.

H17e

The relationships between organizational learning culture and creative
solution usefulness competency will be positively moderated by

technology growth.

H18a

The relationships between continuous environmental change and new
ideas generation orientation will be positively moderated by

technology growth.

H18b

The relationships between continuous environmental change and
working practice originality implementation will be positively

moderated by technology growth.

H18c

The relationships between continuous environmental change and novel
operational method awareness will be positively moderated by
technology growth.
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Table 3 Summary of Hypothesized Relationships (continued)

Hypotheses Description of Hypothesized Relationships
H18d The relationships between continuous environmental change and job
improvement value focus will be positively moderated by technology
growth.
H18e The relationships between continuous environmental change and

creative solution usefulness competency will be positively moderated

by technology growth.
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CHAPTER 11

RESEARCH METHODS

The previous chapter describes the literature review in the perspective of
employee creativity management capability from the previous studies and other
variables in the conceptual framework, including the theoretical foundation, literature
reviews, conceptual framework and the hypotheses development. In this chapter, the
research methods provide an understanding of the testable hypotheses, which comprises
four parts as follows. Firstly, the sample selection and data collection procedures, which
include the population and sample, the data collection, and the test of non-response bias,
are detailed. Secondly, the variable measurements are developed. Thirdly, the method
part comprises a test of validity and reliability, analytical statistics and related equations
of regression analysis. Finally, the table provides the summary of definitions, and the

operational variables of constructs are included.

Sample Selection and Data Collection Procedure

Population and Sample Selection

This research is to investigate the antecedents and the consequences of
employee creativity management capability of furniture exporting businesses. The
context of furniture exporting businesses in Thailand represents potential industries and
development opportunities (Colak, Cetin, and Engin, 2015; Guimaraes et al., 2015).
Furniture exporting businesses in Thailand were chosen on the basis of this research for
three reasons.

Firstly, the furniture exporting business is one of the creative industries that
provide innovative socioeconomic potential (Reis, 2008; Shuaib and Enoch, 2012).
Exporting furniture businesses are confronted with increasing competition from
domestic markets and international markets, and respond quickly to dynamic changes in
the global economy (Department of International Trade Promotion, 2016). Moreover,
the survey of the Kasikorn Research Center (2016) demonstrates that the furniture
exporting business in Thailand are a more likely growth, due to increasing adaptability

and responsiveness of firms which are an effort to maintain a market share.
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Secondly, the furniture exporting businesses trends are expected to have an
increased rate of growth in every year, that originates from the needs of the US market,
ASEAN market, and Chinas and India markets likely to expand which are in
urbanization (Kasikorn Research Center, 2016). Secondly, the furniture exporting
businesses trends are expected to increase in growth rate every year, since the needs of
the US market, ASEAN market, and Chinas and India is likely to expand urbanization
(Kasikorn Research Center, 2016). The current condition of the furniture exporting
businesses in Thailand under the ASEAN Economic Community and the ASEAN Free
Trade Area (AFTA) have a competitive advantage to expand investment because of
using preferential taxes, raw materials quality control, and better design (The Federation
of Thai Industries, 2015).

Finally, the sample of this research is the furniture exporting business due to it
is regarded as an important industry to promote economic growth of the country.

This demonstrates the benefits of resource utilization in production which reflects the
country's economic development. A growing number of exports affect national income,
which has meaning for the economic development of a country (Gauthier, Gélinas, and
Marcotte, 2012; Ratnasingam et al., 2012; Sonmez and Arslan, 2007).

The sample of this research was derived from the online database of the
Department of International Trade Promotion Ministry of Commerce in Thailand at
http:// www.dipt.go.th, accessed on March 15, 2016. It demonstrated the lists of member
states of the furniture exporting businesses in Thailand and contact details. The total
number of furniture exporting businesses obtained from this database is 740 firms.
According to Yamane (1973) provides a simplified formula to calculate sample sizes
for a population with a 95% confidence level and a 5% sample error. Therefore, the

required sample size in this research is determined by the formula as the following:

n = N/[1+Ne?

n = sample size or respondents for this research

N = a population size

e = the level of precision (95% confidence level or 5% precision level)

Following the above formula, the sample size of this research is calculated as

follows:
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n = 740/ [1 + 740 (0.05)°]
n = 259.65
Thus, sample size = 260

Therefore, the sample size was 260 firms. The response rate calculation
procedures was performed using Aaker, Kumar, and Day, (2001) to calculate the sample
size to send questionnaires, which will accepted at 20% and without an appropriate
follow-up procedure, are considered a sufficient sample size. Therefore, calculating
an acceptable response rate is proposed as follows:

The required respondents as a 20% response rate = 260

Therefore, the sample size as = [260 x 100] / 20 = 1,300

This research was required to send a questionnaire mailing survey, totaling
1,300 firms. However, the database was derived from Department of International
Trade Promotion Ministry of Commerce in Thailand provided a total of 740 firms.
Therefore, the source of the data in this research utilized 740 furniture exporting
businesses in Thailand which is the sample population. The questionnaires were directly
distributed to managing directors or managing partners of each of furniture exporting
businesses in Thailand. With regard to the questionnaires mailed to respondents, 68
surveys were undeliverable because some of these firms had moved to unknown
locations and some were no longer in business. The undeliverable surveys were
deducted from the original 740 surveys. As a result, the valid mailing was 672 surveys
and 144 of them were received. Hence, there were only 139 surveys which were usable
for further analysis. The effective response rate was approximately 20.68 %. The
acceptance criterion recommends that the minimum sample size should exceed five
observations for each variable for regression analysis (Hair et al., 2010). Therefore,
139 firms are an acceptable sample size for employing multiple regression analysis.
The details of the questionnaire mailing process are illustrated in Table 4.
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Table 4 The Details of Questionnaire Mailing

Details Numbers

Amount of questionnaire mailed 740
Number of undelivered questionnaires 68
Number of successful questionnaire mailed 672
Received questionnaires 144
Unusable gquestionnaires 5
Usable guestionnaires 139
Response Rate (139/672) x 100 20.68%

Data Collection

This research used a questionnaire as the research instrument and tool for data
collection, which is one of the most frequently used. The mail questionnaire survey is
the appropriate tool and a widely-used method because it is a cost-effective method
and one spends less time for a large-scale data collection (Neuman, 2006). The 740
questionnaires were delivered directly to the managing director or managing partner of
each firm of furniture exporting businesses in Thailand. The completed questionnaires
were returned directly to the researcher with a pre-paid reply envelope, which were
assured of the confidentiality and for the attention of the respondents.

The questionnaires were divided into seven sections. The first part of the
questionnaire illustrated the personal information of respondents, such as gender, age,
marital status, educational level, working experience, monthly salary, and current
position. The second part of the questionnaire illustrated the businesses information
that is relevant to the furniture exporting businesses in Thailand, such as business owner
type, location of business, operating capital, number of full time employees, period of
time in business operation, average annual income, and experience in exporting, and
major market abroad. The third part of the questionnaire measures each construct in
the conceptual model. The third part is about the measurement of employee creativity
management capability that consists of new idea generation orientation, working
practice originality implementation, novel operational method awareness, job improvement

value focus, and creative solution usefulness competency. The fourth part of the
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questionnaire is the consequences and evaluation of employee creativity management
capability that include organizational productivity, organizational innovation,
organizational excellence, business competitiveness, firm success, and corporate
sustainability. The fifth part of the questionnaire is questions about the perceptions of
internal firm factors of employee creativity management capability consisting of vision
for proactive operation, top management support, and organizational learning culture.
The sixth part of the questionnaire is questions about the perceptions of external firm
factors of employee creativity management capability consisting of continuous
environmental change and technology growth. The last part of the questionnaire is an
open-ended question for the informant’s recommendations and suggestions of furniture

exporting businesses in Thailand.

Test of Non-Response Bias

To detect possible response bias problems between respondents and
nonrespondents, a t-test comparison of the demographics between early and late
respondents was conducted, corresponding with the test for non-response bias by
Armstrong and Overton (1977). Therefore, responses from the first group mailing were
used to compare with those received from the second group mailing on the basis of
demographic information including operational years, number of employees, current
operation capital and average annual income of the business. To test non-response bias
by a t-test, the results should show no significant differences between early and lately
responses (Lewis, Hardy, and Snaith, 2013). In this research, all 139 received
questionnaires were divided into two equal groups: the first 69 responses were treated as
the early group of respondents (the first group) and the other 70 responses were treated
as the late group of respondents (the second group). Then, 69 responses from the early
group were employed to test the differences with the 70 responses received from the late
group by the t-test statistics in various firm characteristics which consisted of business
owner type, period of time in business operation, average annual revenues, experience in
exporting, and major markets abroad.

The results of the t-test statistics reveal that there are no statistically significant
differences between the two groups in the overall variables including, business owner type

(t=1.022, p>0.05), period of time in business operation (t = -.863, p>0.05), average
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annual incomes (t = -1.493, p>0.05), experience in exporting (t = -.462, p>0.05), and
major market abroad (t = .875, p>0.05). These results demonstrate that there was no
statistically significant difference between groups, at a 95% confidence level. Therefore, a
non-response bias does not pose a significant problem in this research (Armstrong and

Overton, 1977). The results of the non-response bias test are shown in Appendix B.

Measurements

The developmental procedures of measurements are involving the multiple
items adapted for measuring each variable in the conceptual model, because the
abstraction of the construct cannot be observed and measured directly. The attribute
measure of the construct should use multiple items (Churchill and lacobucci, 2002).
These variables are transformed from the definitions and are adapted from the related
literature as shown in Table 4 which demonstrates the definition of each variable, the
operational variables, and scale source. The measurement for each of the variables in
the conceptual framework, and all variables obtained from the survey are measured
through a 5-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree).
Therefore, the variable measurements of the dependent variable, independent variables,
antecedent variables, mediating variables, moderating variables, and control variables of

this research are elaborated as follows.

Dependent Variable

Corporate sustainability. Corporate sustainability is measured by the long-term
performance of firms that are increasing continuously and maintaining profitability in
both profit and non-profit success (Dyllick and Hockerts, 2002; Szekely and Knirsch,
2005). The measurement scale is adapted from Kuckertz and Wagner (2010) consisting

of a four-item scale.

Independent Variables

This research consists of 14 independent variables divided into three groups
consisting of core constructs, consequences, and antecedents. The first group is the core

construct of this research, employee creativity management capability, which comprises

~ Mahasarakham University



81

five dimensions: new ideas generation orientation, working practice originality
implementation, novel operational method awareness, job improvement value focus,
and creative solution usefulness competency. The measure of each construct depends on
its definition as detailed below.

New Ideas Generation Orientation. New ideas generation orientation is
evaluated by the organization's ability that promotes and encourages employees, by
focusing on creating, developing, and communicating ideas effectively, and can
transform from abstract ideation into something more concrete which brings the
important benefits to the organization (Gallupe et al., 1992; Garfield et al., 2001,
Grandi and Grimaldi, 2005; Guilford, 1967). The measurement scale of this construct is
developed as a new scale from the related literature, consisting of a four-item scale.

Working Practice Originality Implementation. Working practice originality
implementation is evaluated by the organization's ability to understand and utilize
patterns of work activity by supporting and developing the skills, knowledge, abilities
and behavior necessary to perform the work, which is an essential aspect to building a
successful business (Gatewood and Riordan, 1997; Johnson, 1995; Zacarias and
Martins, 2012). The measurement scale of this construct is developed as a new scale
from the related literature, consisting of a four-item scale.

Novel Operational Method Awareness. Novel operational method awareness is
evaluated by the organization's ability to realize the potential of new thinking, new
methods and new techniques to increase operational efficiency and effectiveness, which
are critical for organizations to achieve goals and gain competitive advantage over
competitors (Hammer, 2004; Oke and Kach, 2012; Wu, Melnyk, and Flynn, 2010).
The measurement scale of this construct is developed as a new scale from the related
literature, consisting of a four-item scale.

Job Improvement Value Focus. Job improvement value focus is evaluated by
the organization's ability to inspire employees by concentrating worth adding to daily
tasks and taking more responsibility to create meaningful, challenging, and interesting
tasks which is important and helps organizations become successful (Cook and
Salvendy, 1999; Rey-Marti, Ribeiro-Soriano, and Sanchez-Garcia, 2016). The
measurement scale of this construct is developed as a new scale from the related

literature, and consists of a four-item scale.
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Creative Solution Usefulness Competency. Creative solution usefulness
competency is evaluated by the organization's ability that provides support to employees
to find a way to be more diverse, pursue new possibilities, create new alternatives, and
think outside the box for the problem-solving of organizations in order to help achieve
organizational business goals and objectives (Althuizen and Wierenga, 2014; Caughron
and Mumford, 2008; Puccio, 1999; Ray and Romano, 2013). The measurement scale of
this construct is developed as a new scale from the related literature, and consists of a

four-item scale.

Consequential Variables

The second group is the consequences of employee creativity management
capability, namely, organizational productivity, organizational innovation,
organizational excellence, business competitiveness, and firm success. The measure of
each dimension conforms to its definition to be discussed as follows.

Organizational Innovation. Organizational innovation is measured by the
innovative outcomes of firms which are developed by the new work process, new
methods, new products, new services, or new technologies in response to customer
demand (Damanpour, 1996 ; Seaden et al., 2003). The measurement scale is adapted
from Kittikunchotiwut, Ussahawanitchakit, and Pratoom (2013) and consists of a four-
item scale.

Organizational Productivity. Organizational productivity is measured by
the efficient use of resources to attain successful achievement of goals and the
appropriate use of firm resources, which is indicated by the output value that arises from
the use of input-efficiency (Kumar and Gulati, 2010; Ostroff and Schmitt, 1993).

The measurement scale is adapted from Prempree, Ussahawanitchakit, and Boonlua
(2013) and consists of a four-item scale.

Organizational Excellence. Organizational excellence is measured by working
systems that are outstanding and modern, to help improve process efficiency, and using
resources efficiently in response to customer need and superior value (Amir Bolboli and
Reiche, 2013; Jankalova, 2012; Metaxas and Koulouriotis, 2014; Ritchie and Dale,
2000). The measurement scale of this construct is developed as a new scale from the

related literature and consists of a four-item scale.
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Business Competitiveness. Business competitiveness is measured by the
potential of organizations to manage and operate business better than a competitor,
which is the ability to provide good customer service, generate innovation, and
maintain quality (Anca, 2012; Gao et al., 2013; Liana-Eugenia and Nicoleta-Georgeta,
2014; Testa, Iraldo, and Frey, 2011). The measurement scale of this construct is
developed as a new scale from the related literature, consisting of a four-item scale.

Firm Success. Firm success is evaluated by the objective achievement of the
business to have income and profits according to the goals, the growth rate of market
share, the financial position and performance that is higher (Cadez and Guilding, 2008;
Maltz, Shenhar, and Reilly, 2003; Neely, Adams, and Kennerley, 2002). The
measurement scale of this construct is developed as a new scale from the related

literature, consisting of a four-item scale.

Antecedent Variables

The third group is the antecedents of employee creativity management
capability which include four variables - vision for proactive operation, top
management support, organizational learning culture, and continuous environmental
change. All antecedents depend on their definitions. The measure of each factor is
discussed as follows.

Vision for Proactive Operation. Vision for proactive operation is measured by
the direction and goals of the organization that are careful to cope with change in the
future that is associated with the objective of the organization by analyzed opportunity
and the threat of concept change which improves the current situation and develops
efficiency (Elenkov, Judge, and Wright, 2005; Montani, Odoardi, and Battistelli, 2014;
Moore, Konrad, and Hunt, 2010). The measurement scale of this construct is developed
as a new scale from the related literature and consists of a four-item scale.

Top Management Support. Top management support is measured by the
emphasis of executives in the implementation of time, cost and resources to operate
activities within the organization to achieve its objectives (Al Shaar et al., 2015;
Elbanna, 2013; Khan, Lederer, and Mirchandani, 2013). The measurement scale of this
construct is developed as a new scale from the related literature and consists of a four-

item scale.

~ Mahasarakham University



84

Organizational Learning Culture. Organizational learning culture is measured
by generating the values, norms, and beliefs for the employees in the organization,
encouraging behavior and the common sense of learning, obtaining continual learning,
and creating new knowledge and knowledge utilization for the benefit of the
organization (Hahn, Lee, and Lee, 2015; Hung et al., 2010; Skerlavaja, Song, and Lee,

2010). The measurement scale of this construct is developed as a new scale from the

related literature, and consists of a four-item scale.

Continuous Environment Change. Continuous environment change is evaluated
by the ongoing increase of differences, diversity, and uncertainty in the external
environment of the organization. It is both short and long-term which cannot be
predicted (Giedraitis and Algirdas, 2014; Lissack and Gunz, 2005; Luo, 2001; Zhou,
Yim, and Tse, 2005). The measurement scale of this construct is developed as a new

scale from the related literature, consisting of a four-item scale.

Moderating Variables

Technology Growth. Technology growth is measured by the rapid advances of
technology which make utilization and empowerment to work better and enables
organizations to respond quickly (Allred and Swan, 2004; Cragg and Mills, 2011;
Konthong and Ussahawanitchakit, 2010). The measurement scale is adapted from

Konthong and Ussahawanitchakit (2010), consisting of a four-item scale.

Control Variables

This research recognizes the importance of firm age and firm size that may
affect the hypothesized relationships, and both variables are determined as control variables.

Firm Age. Firm age is measured by the number of years that the firm has
operated in business (Brush and Chaganti, 1999 ; Mosakowski, 1993). A firm is
operating in business for a long time may affect firm performance due to the ability to
allocate resources and accumulated experience more effectively than the late entrants
into a business market (Lau et al., 2008). Therefore, firm age may affect the employee
creativity management capability in this research. In this research, firm age is a dummy
variable, in which 0 means the firm has been in business less than or equal to 15 years,

and 1 means the firm has been in business for more than 15 years.
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Firm Size. Firm size is evaluated by the number of employees currently
registered full-time in an organization (Delmotte and Sels, 2008; Majocchi,
Bacchiocchi, and Mayrhofer, 2005; Zahra, Neubaum, and Larrafieta, 2007). In previous
studies, evidence to support larger firms involves large-scale production for the purpose
of exploiting economies of scale. These are the cost advantages that manufacturers have
obtained from size, output, or scale of operation, and larger firms are more likely to
adopt a firm's ability to maintain competitiveness than smaller firms (Park and Jang,
2009). Therefore, firm size may affect employee creativity management capability. In
this research, firm size is a dummy variable, in which 0 means the firm has less than or
equal to 150 fulltime employees and 1 means the firm has more than 150 full-time

employees.

Methods

The methods illustrated the test of appropriate data collection instruments and
the developing credibility constructs. The pre-test method is appropriately conducted to
assure validity and reliability of the questionnaire as well as to ensure a clear and
accurate understanding before using the real data collection. This research employs a
pre-test as a technique for preliminary analysis to improved data collection instruments.
The first 30 received surveys are selected to test the validity and reliability of the
instrument. As a consequence of the small number of the population, these 30

questionnaires comprise the final data analysis.

Validity and Reliability
Validity. Validity refers to the degree of the data that is correct and accurate,

which is an instrument for measuring data from the questionnaires (Hair et al., 2010).
Validity refers to the degree of assessment that is actually a measure for the constructs
that it is intended to measure (Peter, 1979). This research focuses on the problems of
accuracy assessment which is necessary to assess the questionnaire quality as an
efficient factor. This is to anticipate events that require precision (Piercy and Morgan,
1994). Three types of validity in research consist of face, content, and construct validity,

which were tested.
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The Face And Content Validity. Face validity is an instrument for measuring to
determine the actual measure that is based on feelings, emotions and personal opinions,
and is accepted by the judgments of an individual or professionals (Trochim, 1999).

It is indicating the extent to what it is intended to measure, which is the contents
assessment of the scale logically are sufficient to cover individual items and the
concept. (Hair et al., 2010). Content validity is gained from the extent to which a
measurement indicates the intended content domain of the theoretical construct (Kwok
and Sharp, 1998). In this research, face and content validity are developed through a
careful literature review of related literature about construct measurement in the model.

Furthermore, two professionals in academic research have been requested to
review and suggest the essential recommendations for improving the quality of
instrument in order to assure that all constructs are enough to cover the contents of the
variables. These experts revised recommendations for some questions so as to achieve
the best measurement, which is the scale of measure corresponding with the conceptual
definitions.

Construct Validity. Construct validity is a set of measured items that reflect the
congruence between a theoretical concept and a specific concept measuring the
instrument or procedure. It is the testing of convergent and discriminant validity which
are evaluated by internally consistent (Trochim, 1999). Convergent validity reflects the
degree to which two measures are used to measure the same construct that it is supposed
to be highly correlated. Discriminant validity reflects the degree to which different
concepts of items that it is supposed to be to be lowly correlated with another item in a
non-similar concept. Therefore, each item must be loaded on a single factor only.
(Nosek, Greenwald, and Banaji, 2005).

Therefore, exploratory factor analysis (EFA) is utilized to examine the
construct validity in this research. It is operated to explore the constructs that are newly
developed and the constructs that are adapted from related literature. The use of
exploratory factor analysis is appropriate for this research (Arifio, 2003). Exploratory
factor analysis in this research, all factor loadings are greater than the 0.40 cut-offs
indicates that statistical significance according to the rule-of-thumb (Nunnally and
Bernstein, 1999).

~ Mahasarakham University



87

Table 5 demonstrates the factor loading and the Cronbach’s alpha coefficient of
all constructs from thirty of furniture exporting businesses in Thailand in the pre-test
(Perneger et al., 2015), of which the factor loadings range from 0.637 to 0.818. These
values are greater than the cut-off score of 0.4, which indicate acceptable construct
validity (Nunnally and Bernstein, 1994) (see Appendix C).

Table 5 Results of Validity and Reliability Testing

Constructs Factor Cronbach’s

Loadings Alpha
Corporate Sustainability (CSU) 0.725-0.818 0.764
New Ideas Generation Orientation (NIG) 0.693 - 0.788 0.750
Working Practice Originality Implementation (WPO) | 0.673 -0.783 0.748
Novel Operational Method Awareness (NOM) 0.725 - 0.806 0.748
Job Improvement Value Focus (JIV) 0.675-0.789 0.728
Creative Solution Usefulness Competency (CSC) 0.706 - 0.793 0.732
Organizational Innovation (ORI) 0.699 - 0.787 0.726
Organizational Productivity (ORP) 0.660 - 0.813 0.743
Organizational Excellence (ORE) 0.743 - 0.806 0.760
Business Competitiveness (BUC) 0.712-0.814 0.767
Firm Success (FSU) 0.687 - 0.795 0.734
Vision for Proactive Operations (VPO) 0.640 - 0.809 0.716
Top Management Support (TMS) 0.714 - 0.775 0.722
Organizational Learning Culture (OLC) 0.684 - 0.785 0.711
Continuous Environmental Change (CEC) 0.710 - 0.757 0.711
Technology Growth (TEG) 0.637 - 0.800 0.706
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Reliability. Reliability is the degree assessment of consistency or stability of
measurement. It is indicated the degree of internal consistency between multiple
measurements of a variable (Hair et al., 2010). Furthermore, it is the extent to which a
test measures are repeatable (Nunnally and Berstein, 1994). The tests of the reliability
of each construct, Cronbach’s alpha coefficient have been utilized in this research due to
it is the most common measure of internal consistency reliability (Hair et al., 2010).
Therefore, Cronbach’s alpha is applied to measure the reliability in this research, which
should be greater than 0.70 is widely accepted (Hair et al., 2010). Table 5 illustrates the
Cronbach’s alpha coefficients range from 0.706 to 0.767. These values are greater than
0.70, which indicate acceptable Cronbach’s alpha coefficient. (Hair et al., 2006) (see
Appendix D).

Statistical Techniques

Before hypotheses testing, the primary assumptions of checking all of the raw
data were checked by using the ordinary least squares method (OLS) to testing the
normality, linearity, heteroscedasticity, and multicollinearity. Furthermore, this research
also uses the Durbin-Watson test for testing the autocorrelation. The Durbin-Watson
values are ranged from 1.622 to 2.252. The results of basic assumptions testing are
demonstrated in Appendix D.

Variance Inflation Factors (VIFs) is utilized as an indicator of multicollinearity
by testing the severity of multicollinearity between independent variables and Pearson’s
correlation. It illustrated an indication that measures how much an estimated regression
coefficient's variance is increased as a result of collinearity. The cut-off of a VIF should
be smaller than 10 to consider that the degree of multicollinearity between the
independent variables are not problematic (Stevens, 2002; Hair, 2006). Therefore, the
results of regression analysis in this research demonstrate the VIF values of each
regression model are ranged from 1.098 to 2.267, which indicate acceptable the cut-off
value (Hair et al., 2010).

Correlation Analysis. Correlation analysis refer to the measurement of the
relationships between variables is provide the direction of a positive or a negative
relationship. Pearson correlation coefficient (r) is used to measure the correlation
between the variables. For the consideration value of the correlation coefficient close to
1.00 or -1.00, it indicates the stronger the linear correlation. The relationships between
variables should be less than 0.8, which means that each independent variable is not a
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multicollinerity problem (Hair et al., 2010). The results of an examination of the
correlation matrix for employee creativity management capability and all constructs
reveal that the correlations among employee creativity management capability and all
constructs are in a range from 0.280 to 0.537. Therefore, the primary assumption in this
research is that there are no multicollinearity problems and are illustrated in Table 6
(Chapter four).

Multiple Regression Analysis. The Ordinary Least Squares (OLS) regression
analysis is appropriate to test all postulated hypotheses in a conceptual model. This
research, both the independent and dependent variables are categorical variable and an
interval-scaled variable. OLS regression analysis is utilized to examining the
hypothesized relationships (Hair et al., 2010). Therefore, eighteen hypotheses in this
research are transformed into twenty-one statistical equations. Each equation conforms
to the hypothesis development, which is explained in the prior chapter. The details for

each equation are presented in the following:

The investigation of the relationships among five dimensions composed of
employee creativity management capability and organizational innovation is presented

in Equation 1 as shown:

Equation 1: ORI = oy + B:NIG + B,WPO + BsNOM + BJIV + BsCSC +
BeFAG + B7FSI + ¢

The investigation of the relationships among five dimensions composed of
employee creativity management capability and organizational productivity is presented

in Equation 2 as shown:

Equation 2: ORP = o + BgNIG + BoWPO + B1oNOM + B11JIV + B1,CSC +
BlgFAG + B14FS| + &
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The investigation of the relationships among five dimensions composed of
employee creativity management capability and organizational excellence is presented

in Equation 3 as shown:

Equation 3: ORE=o03+ B15N|G + BlGWPO + B]jNOM + BngIV + 819CSC +
BzoFAG + [321FS| + &3

The investigation of the relationships among five dimensions composed of

employee creativity management capability and business competitiveness is presented

in Equation 4 as shown:

Equation 4: BUC=qy + BzleG + BngPO + Bz4NOM + Bz5J|V + BZGCSC +
B27FAG + BogFSI + &4

The investigation of the relationships among five dimensions composed of

employee creativity management capability and firm success is presented in Equation 5

as shown:

Equation 5. FSU=os5 + BnglG + BgoWPO + BglNOM + B32J|V + ngCSC +
B34FAG + Bg5FS| + &5

The investigation of the relationships among organizational innovation and
organizational productivity is presented in Equation 6 as shown:

Equation 6: ORP=qg + B360R| + B37FAG + B38FSI + &g

The investigation of the relationships among organizational innovation and

organizational excellence is presented in Equation 7 as shown:

Equation 7: ORE = o7 + B3ORI + B4FAG + B41FSI + &7
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The investigation of the relationships among organizational productivity,
organizational innovation, organizational excellence, and business competitiveness is

presented in Equation 8 as shown:

Equation 8: BUC=og+ B420R| + B430RP + B44ORE + B45FAG +
B46FS| + &g

The investigation of the relationships among organizational productivity,
organizational innovation, organizational excellence, and firm success is presented in

Equation 9 as shown:

Equation 9: FSU = ag + B47ORI + B4sORP + B4ORE + BsoFAG +
B51FS| + &9

The investigation of the relationships between business competitiveness and

firm success is presented in Equation 10 as shown:

Equation 10: FSU = ayp + B5zBUC + |353FAG + |354FS| + €10

The investigation of the relationships between business competitiveness, firm

success and corporate sustainability is presented in Equation 11 as shown:

Equation 11: CSU = a1 + B55BUC + B56FSU + Bs7FAG + B58FS| +e11

The investigation of the relationships between four antecedents and new ideas

generation orientation is presented in Equation 12 as shown:

Equation 12: NIG =gy + BsgVPO + BeoTMS + BﬁlOLC + BezCEC + BegFAG

+ BeaFSI + €12
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The investigation of the roles of the moderator, namely, technology growth
which moderates between four antecedents and new ideas generation orientation, is

presented in Equation 13 as shown:

Equation 13: NIG=oy3 + BssVPO + BBGTMS + B67OLC + BegCEC
+ BeoTEG + Bro(VPO* TEG) + B7o(TMS* TEG)
+ Br2(OLC* TEG) + Brs(CEC* TEG) + BraFAG

+ B75FS| + €13

The investigation of the relationships between four antecedents and working

practice originality implementation, is presented in Equation 14 as shown:

Equation 14: WPO = a4 + B76VPO + B77TMS + B780LC + ﬁ79CEC +
BgoFAG + B31FS| + &4

The investigation of the roles of the moderator, namely, technology growth
which moderates between four antecedents and working practice originality

implementation, is presented in Equation 15 as shown:

Equation 15: WPO = a5 + Bg2VPO + BgsTMS + $g4OLC + BgsCEC
+ BgeTEG + Bg7(VPO* TEG) + Bgs(TMS* TEG)
+ Bgo(OLC* TEG) + Bgo(CEC* TEG) + Bo:FAG

+ B92F5| + €15

The investigation of the relationships between four antecedents and novel

operational method awareness is presented in Equation 16 as shown:

Equation 16: NOM = o6 + ngVPO + B94TMS + B95OLC + BgeCEC +
B97FAG + B98F8| + €16
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The investigation of the roles of the moderator, namely, technology growth
which moderates the relationships between four antecedents and working practice

originality implementation, is presented in Equation 17 as shown:

Equation 17: NOM = gy7 + ngVPO + BlOOTMS + BlOloLC + B102CEC
+ B103TEG + B104(VPO* TEG) + BlOS(TMS* TEG)
+ Bloe(OLC* TEG) + B107(CEC* TEG) + BlogFAG

+ B1ogFSI + €17

The investigation of the relationships between four antecedents and job

improvement value focus is presented in Equation 18 as shown:

Equation 18: JIV =0yg + [3110VPO + BlllTMS + B1120LC +
B113CEC + B114FAG + B115FSI + €15

The investigation of the roles of the moderator, namely, technology growth
which moderates the relationships between four antecedents and job improvement value

focus, is presented in Equation 19 as shown:

Equation 19: JIV =09 + BMGVPO + [3117TMS + BllgoLC + B119CEC
+ BlonEG + Blgl(VPO* TEG) + Blzg(TMS* TEG)
+ B123(OLC* TEG) + 5124(CEC* TEG) + B125FAG

+ B126FSI + €19

The investigation of the relationships between four antecedents and creative

solution usefulness competency is presented in Equation 20 as shown:

Equation 20: CSU = apg + B127VPO + BlZSTMS + B]_QQOLC + BlgoCEC
+ B131FAG + B132FSI + &2
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The investigation of the roles of the moderator, namely, technology growth

which moderates the relationships between four antecedents and creative solution

usefulness competency, is presented in Equation 21 as shown:

Equation 21: CSU = g + B133VPO + B134TMS + BmsOLC + B136CEC

Where,
NIG

WPO
NOM
JIvV
CSC
ORI
ORP
ORE
BUC
FSU
CSU
VPO
T™MS
OLC
CEC
TEG
FA
FS
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+ Bl37TEG + Bmg(VPO* TEG) + Bl3g(TMS* TEG)
+ [3140(O|_C* TEG) + 5141(CEC* TEG) + B141FAG

+ B1a3FSI + €21

New Ideas Generation Orientation
Working Practice Originality Implementation
Novel Operational Method Awareness
Job Improvement Value Focus

Creative Solution Usefulness Competency
Organizational Innovation

Organizational Productivity
Organizational Excellence

Business Competitiveness

Firm Success

Corporate Sustainability

Vision for Proactive Operation

Top Management Support

Organizational Learning Culture
Continuous Environmental Change
Technology Growth

Firm Age

Firm Size

Error Term
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Summary

This chapter demonstrates the methods of data collection and the examinations
of the relationships among constructs of employee creativity management capability,
based on the conceptual model, to answer the research questions. This chapter
comprises four parts that are: the sample selection and data collection procedures,
measurement of variables, verification of instrument, and statistical techniques. The
population of this research was 740 firms drawn from the databases of the Department
of International Trade Promotion, Ministry of Commerce in Thailand (http://
www.dipt.go.th), accessed on March 15, 2016. The key informant is the managing
director or managing partner of the furniture exporting business. This research used a
questionnaire as the research instrument for data collection. Furthermore, this chapter
also demonstrated the construct measurement for each variable in the model and
provides that twenty-one testable statistical equations were formulated for multiple
regression analysis. Finally, Table 6 concludes the definition of each construct, the

operational variables, the scale sources, and the sample questions and items.
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Table 6 Definitions and Operational Variables of Constructs

Constructs

Definition

Operational Variables

Scale Source

Dependent Variable

Corporate
Sustainability

The long-term performance of firms that
are increasing continuously and maintain
profitability in both profit and non-profit

SUcCCess.

The degree to evaluate the increase
continuously and maintain profitability
such as maintain quality of products and
services, market share, business growth,
continuous profitability, reputation,
acceptance.

Kuckertz and Wagner
(2010)

Independent

Variable

New ldeas Generation
Orientation (NIG)

The organization's ability that promote and
encourage employee, by focusing on
creating, developing, and communicating
ideas effectively and can transformed from
abstract ideation into something more
concrete which bring the important benefit

to the organization.

The degree to evaluate the new notion
of employee on product, service,
administration, procurement,

technology, operations, and marketing.

New scale
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Table 6 Definitions and Operational Variables of Constructs (continued)

Constructs Definition Operational Variables Scale Source
Independent Variable
Working Practice The organization's ability to understand and | The degree to evaluate understanding and | New scale
Originality utilize to patterns of work activity by utilizing working practice to provide
Implementation (WPO) ) . _ i . o
supporting and developing the skills, benefits to employees in an organization
knowledge, abilities and behavior necessary | that leads to achieve the organization’s
to perform the work, which are an essential | goal.
aspect to building a successful business.
Novel Operational The organization's ability to realize the The degree to evaluate an emphasis on New scale

Method Awareness
(NOM)

potential of new thinking, new methods and
new techniques to increase operational
efficiency and effectiveness, which are
critical for organizations to achieve goals

and gain competitive advantage over

competitors.

thinking, methods and techniques to
increase operational efficiency and

effectiveness.
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Table 6 Definitions and Operational Variables of Constructs (continued)

Constructs Definition Operational Variables Scale Source
Independent Variable

Job Improvement Value | The organization's ability to inspire The degree to evaluate changing the New scale

Focus (JIV) employees by concentrating worth adding to | behavior of the employee value and the
daily tasks and more responsibility to create | staff expertise to get the best work
meaningful, challenging, and interesting performance.
tasks which is important that helps
organization become successful.

Creative Solution The organization's ability that provides The degree to evaluate the variety of a New scale

Usefulness Competency
(CSV)

support to employee to find a way to be
more diverse, pursue new possibilities,
create new alternative, and think outside the
box for a problem-solving of organization in
order to help achieve organizational

business goals and objective.

way to more diverse, the pursuit of new
possibilities, finding new options,
thinking outside the box to fix an

organization.
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Table 6 Definitions and Operational Variables of Constructs (continued)

Constructs

Definition

Operational Variables

Scale Sources

Conseguent variables

Organizational
Innovation
(ORI)

The innovative outcomes of firms which is
developed by the new work process, new
method, new products, new services, or
new technologies in response to customer

demand.

The degree to evaluate the outcomes of
innovative development such as work
process, method, products, services,
technology.

Adapt from
Kittikunchotiwut and
Ussahawanitchakit
(2013)

Organizational
Productivity (ORP)

The efficient use of resources to attain its
successful achievement of goals and the
appropriate use of firm resources, which is
indicated by the output value that arises

from the use of input-efficiency.

The degree to evaluate implementing
resource efficiency to support operation
which the proportion of the factors of
production is less than the proportion of
the output, such as cost effective, cost
reduction, product quality.

Adapt from
Prempree and
Ussahawanitchaki
(2013)
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Table 6 Definitions and Operational Variables of Constructs (continued)

Constructs

Definition

Operational Variables

Scale Sources

Conseguent variables

Organizational

Working systems, that is outstanding and

The degree to evaluate responding to

Adapt from Hardjono

Excellence modern to help improve process efficiency, | customer needs, best management and Marrewijk (2001)
(ORE) and using resources efficiently in response practices, great work system.

to customer need and superior value .
Business The potential of organizations to manage The degree to evaluate business New scale
Competitiveness (BUC) | and operate business better than a management and operations that better

competitor, which is the ability to provide than competitor in competition such as

good customer service, generate innovation, | superior customer service, superior value

and maintain quality. products, superior working process.
Firm Success (FSU) The objective achievement of the business The degree to evaluate outperforming of | New scale

to have income and profits according to the
goals, the growth rate of market share, the
financial position and the performance that
are higher.

sales growth, higher profitability,
continuous market share, and increase

new products or services.
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Table 6 Definitions and Operational Variables of Constructs (continued)

Constructs

Definitions

Operational Variables

Scale Sources

Antecedent variables

Vision for Proactive The direction and goals of the organization | The degree to evaluate providing New scale
Operation (VPO) that is careful to cope with change in the direction and goals of the organization to

future that is associated with the objective of | employee in organization to be achieved

the organization by analyzed opportunity objective of the organization in the

and the threat of concept change which future.

improves the current situation and develops

efficiency.
Top Management The emphasis of executives in The degree to evaluate perceptions of New scale

Support (TMS)

implementation of time, cost and resources
to operate activities within the organization

to achieve its objectives.

support personnel from executives in

agreeing to time, cost and resource to

operate activities within the organization.
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Table 6 Definitions and Operational Variables of Constructs (continued)

Constructs

Definitions

Operational Variables

Scale Sources

Antecedent variables

Organizational The generating values, norms, and beliefs The degree to evaluate participation in New scale
Learning Culture for the employees in the organization and continuous learning, knowledge transfer
(OLC) are encouraging behavior and the common and sharing, knowledge creation and
sense of learning, obtaining continual development, and knowledge
learning, and creating new knowledge and implementation.
knowledge utilization for the benefit of the
organization.
Continuous The ongoing increase of differences, The degree to evaluate the firm’s ability | New scale

Environment Change
(CEC)

diversity, and uncertainty in the external
environment of the organization. It is both
short and long-term which cannot be

predicted.

in planning, adapting, and creating
strategy to manage unpredictable and
rapid changes of the firm’s surroundings,
such as the economic, technological,
political, legal, social, changes of

customers, and suppliers.
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Table 6 Definitions and Operational Variables of Constructs (continued)

Constructs

Definitions

Operational Variables

Scale Sources

Moderating variables

Technology Growth
(TEG)

The rapid advances of technology which

make utilization and empowerment to better

work and enables organizations to respond

quickly.

The degree to evaluate the perceptions of
changes in technology environment,

innovation, and communication system.

Adapt from
Konthong and
Ussahawanitchakit
(2010)

Control variables

Firm size (FS)

The number of employees currently

registered full-time in an organization.

Dummy variable
0 = less than or equal to 150 employees,

1= more than 150 employees

Charoenroop,
Janjarasjit, and
Ussahawanitchakit,
(2014)

Firm age (FA)

The number of years that the organization

has operated in the business.

Dummy variable
0 = less than or equal to 15 years,

1= more than 15 years

Siriyota, Jhundra-
indra, and
Muenthaisong, (2014)
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CHAPTER IV

RESULTS AND DISCUSSION

Early chapter 111 introduced the research methods which comprise the data
collection instrument and procedure for the sample selection, and the testing for a non-
response bias in sample surveys. Furthermore, the data analysis procedures for
hypothesis testing are described. This chapter is structured as follows. Firstly, this
chapter demonstrates the details of the respondents, the sample characteristics, and
correlation analysis. Secondly, the hypothesis testing and the results are detailed.

Finally, the summary of all hypotheses testing and conclusions are included.

Respondents Characteristics

Respondent Characteristics

In this research, the respondents are the managing directors or managing
partners of each firm who have the most comprehensive knowledge relevant to
corporate strategy, and the competitive environment of furniture exporting businesses
in Thailand. The respondent characteristics are described by the personal information
of respondents, consists of gender, age, marital status, education level, working
experience, average monthly income, and working position.

The demographic characteristics of 139 respondents are the majority of male
(59 percent). The age span of the managing directors or partners is 41 to 50 years old
(40.3 percent). The majority of respondents are married (83.5 percent). A total of 64
percent of participants achieved a bachelor’s degree or lower, and the most of the
respondents (35.3 percent) have working experience of more than 20 years. The average
monthly income of respondents ranges between 50,000 and 70,000 baht (35.3 percent).
Finally, most respondents hold positions as general managers (54 percent). For more

detail, see the Appendix A.
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Firm Characteristics

The results of demographic characteristics of 139 furniture exporting
businesses indicate that the majority of the firm respondents have registered as a limited
company (97.1 percent) and are located in the central region of Thailand (70.5 percent).
The majority of average annual income in less than 10,000,000 bath (35.3 percent).
Approximately 75.5 percent of firm respondents have been operating in the furniture
exporting businesses over 15 years. The number of employees in the business is more
than 150 full-time employees (43.20 percent). The majority of the firm respondents
have operating capital less than 25,000,000 baht (31.7 percent). Mostly, the experience
in exporting is more than 15 years (43.2 percent). Finally, the majority of the
respondents export to Asian markets abroad (75.5 percent). For more detail see

Appendix A.

Correlation Analysis

This research employs a bivariate correlation analysis of Pearson’s correlation
in each variable pair for two purposes. The first purpose is to explore the relationships
among variables. Another purpose is to verify the multicollinearity problem.

A multicollinearity problem exists when the inter-correlation between independent
variables exceeds 0.80 (Hair et al., 2010). In this research, the bivariate correlation
procedure is subject to a two-tailed test of statistical significance at two levels as

p <0.05, and p < 0.01. The results of the correlation analysis of all variables in this
research are shown in Table 7.

Accordingly, Table 7 shows that the all of five dimensions of employee
creativity management capability have significant, positive relationships with
organizational innovation, organizational productivity, organizational excellence,
business competitiveness, firm success, and corporate sustainability (r = 0.219 - 0.529,
p < 0.01). For the antecedents, including vision for proactive operations, top
management support, organizational learning culture, and continuous environmental
change, are significantly related to all dimensions of employee creativity management
capability (r = 0.229 - 0.433, p < 0.01). The moderating effects of technology growth
have correlations with all variables between 0.284 and 0.615, p < 0.01. In addition to

the relationships among the variables, the correlations among all variables in the
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conceptual model are in the range of 0.219 to 0.636, p< 0.01, which is lower than 0.8
(Hair et al., 2010). Therefore, the results denote that no multicollinearity problems exist

in this research.
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Table 7 Descriptive Statistics and Correlation Matrix of Employee Creativity Management Capability and All Constructs

Variables | NIG | WPO [ NOM | JIV | CcSC | ORI | ORP | ORE | BUC | FSU | CcSU | VPO | TMS | OLC | CEC | TEG
Mean 440 | 438 | 446 | 443 | 448 | 452 | 445 | 443 | 444 | 443 | 448 | 461 | 444 | 446 | 449 | 450
S.D. 42 43 39 40 39 39 41 42 43 42 43 37 40 40 38 39
WPO | 41177

NOM 33177 | 537

JIvV 3267 | 34377 | 4147

CcscC 280 | 3707 | 3537 | 5217

ORI 44877 | 45877 | 41177 | 3147 | 3837

ORP 32277 | 52977 | 37777 | 47277 | 457 | 567

ORE 21977 | 47777 | 43077 | 3367 | 40877 | 47277 | 4617

BUC 3467 | 41377 | 366 | 44477 | 3647 | 4187 | 4707 | 4347

FSU 348" | 3247 | 3267 | 3957 | 40077 | 3957 | 37877 | 3697 | 5727

Csu 34577 | 4367 | 4387 | 3597 | 3597 | 4407 | 40477 | 49077 | 4837 | 636

VPO 30177 | 30277 | 34977 | 2857 | 3497 | 4817 | 42377 | 336 | 3207 | 3787 | 4447

TMS 29477 | 43377 | 37077 | 2357 | 27177 | 3507 | .3207 | 336" | .24477 | 377 | 277 | 4007

oLC 24077 | 31377 | 27977 | 375 | 3567 | 2937 | 258" | .3997 | 2457 | 3327 | 3437 | 370 | .318™

CEC 22977 | 3777 | 25177 | 3617 | 3547 | 2887 | 2907 | 3027 | 2837 | .3027 | .3327 | 4387 | 466 | .636

TEG 31877 | 38477 | 41177 | 28477 | 41377 | 42877 | 41177 | 45077 | 3957 | 4157 | 4407 | 44777 | 6157 | 4617 | 563

FA 140 | 186" | .137 107 087 | 23377 | .059 113 104 059 | 205" | .034 008 | -106 | -122 | -.096
FS .090 102 160 .094 034 122 .087 .058 021 .047 026 .085 111 | -006 | .109 | .034

*** n<0.01, ** p<0.05

p =

&.\‘
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Hypothesis Testing and Results
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This research employs the Ordinary Least Squares (OLS) regression to

investigate the hypothesized relationships. Also, the regression equation is a linear

combination of the independent variables that best explains and predicts the dependent

variable. Furthermore, two dummy variables of firm age and firm size are also included

in the equation. The results of descriptive statistics and hypotheses testing are discussed

according to regression equations as follows:

The Relationships among Each Dimension of Employee Creativity Management

Capability and Its Conseguences

Figure 7 The Relationships among Each Dimension of Employee Creativity

Management Capability and Its Consequences

Employee Creativity
Management Capability

e New ldeas Generation
Orientation
e Working Practice

Originality Implementation

e Novel Operational Method
Awareness

e Job Improvement Value
Focus

e Creative Solution Usefulness

Competency
I

Hib (+)
H2b (+)
b () F2d ()
+
Hsb (4| Organizational |H7a-b(+) Had (1
Productivity v H5d (+)
) HEcl  Business
Hia (+) Héa (+) iti
o) Competitiveness
H3a (+)
Héa (+) . .
HSa (1| Organizational .
Innovation
> Firm
Hic (+) HEb (+) H6d(+) Success
H2c (+)
H3c (+) A
H4c (+) . . Hle (+)
Hse (1 Organizational H2e (+)
Excell I o)
xcelience H8a-b(+) Hde (+)
Hb5e (+)
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Figure 7 demonstrates that the relationships between five dimensions of
employee creativity management capability (new ideas generation orientation,
working practice originality implementation, novel operational method awareness,
job improvement value focus, and creative solution usefulness competency) and its
consequent variables are positively associated with the overall consequents which
are organizational productivity, organizational innovation, organizational excellence,
business competitiveness, and firm success which are proposed in Hypotheses 1(a-€)
- 5(a-e). The relationship in each hypothesis is proposed to be in a positive direction.
These hypotheses can be transformed into the regression equation in Models 1, 2, 3,4,
and 5.

Table 8 Descriptive Statistics and Correlation Matrix of Each Dimension of

Employee Creativity Management Capability, and Its Consequences

Variables | NIG WPO | NOM JIvV CsC ORI ORP | ORE BUC | FSU

Mean 440 | 4.38 4.46 4.43 4.48 4.52 4.45 4.43 444 | 443

SD. 42 43 .39 40 .39 .39 41 42 43 42

FEE

WPO 411

EE33 EE23

NOM 331 537

FEE FEE FEE

JIv .326 .343 414

FFF FFF EE33 EE33

CsC .280 370 .353 521

FEE FEE FEE FEE FEF

ORI 448 458 411 314 .383

EEE3 i EE23 EE33 FEF FEF

ORP 322 529 377 472 457 .567

EEEd FHEF EEE3 ETT3 FEF FEF FEF

ORE 219 AT7 430 .336 408 472 461

FEFE FET FEE FEE Eiid FEF FEF FEFE

BUC .346 413 .366 444 .364 418 470 434

FEE S5 EE33 S5 FEF FEF FEF FEF FFF

FSU .348 324 .326 .395 400 .395 378 .369 572

i FEF

FA .140 .186 137 107 .087 | .233 .059 113 104 | .059

FS .090 102 .160 .094 .034 122 .087 .058 .021 | .047

***p<0.01, **p<0.05
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Table 8 indicates the correlations among each dimension of employee
creativity management capability and its consequences. In the first dimension, the
results illustrate the positive correlation between new ideas generation orientation and
organizational innovation (r = 0.448, p < 0.01), organizational productivity (r =0.322,

p < 0.01), organizational excellence (r = 0.219, p < 0.01), business competitiveness
(r=0.346, p < 0.01), and firm success (r = 0.348, p < 0.01). In the second dimension,
working practice originality implementation is significantly and positively correlated to
organizational innovation (r = 0.458, p < 0.01), organizational productivity (r = 0.529,
p < 0.01), organizational excellence (r = 0.477, p < 0.01), business competitiveness
(r=0.413, p < 0.01), and firm success (r = 0.324, p < 0.01). For the third dimension,
novel operational method awareness has a significant and positive correlation with
organizational innovation (r = 0.411, p < 0.01), organizational productivity (r = 0.377,
p < 0.01), organizational excellence (r = 0.430, p < 0.01), business competitiveness

(r =0.366, p < 0.01), and firm success (r = 0.326, p < 0.01). As to the fourth dimension,
job improvement value focus is significantly and positively correlated to organizational
innovation (r = 0.314,p < 0.01), organizational productivity (r = 0.472, p < 0.01),
organizational excellence (r = 0.336, p < 0.01), business competitiveness (r = 0.444,

p <0.01), and firm success (r = 0.395, p < 0.01). The last dimension, creative solution
usefulness competency, has a significant and positive correlation with organizational
innovation (r = 0.383, p < 0.01), organizational productivity (r = 0.457, p < 0.01),
organizational excellence (r = 0.408, p < 0.01), business competitiveness (r = 0.364,

p <0.01), and firm success (r = 0.400, p < 0.01). The findings in Table 8 indicate that
all correlations are less than 0.80 as recommended by Hair et al. (2010). Furthermore,
the variance inflation factors (VIF) in equation models 1 to 5 indicate the maximum
value as 1.612, which are presented in Table 9. As mentioned earlier, the VIF value
was lower than 10 as recommended by Hair et al. (2010), meaning that the independent
variables are not correlated with each other. Therefore, multicollinearity is not a
problem in this research.

Next, Table 9 exhibits the multiple regression analysis of the relationships
among employee creativity management capability (new ideas generation orientation,
NIG; working practice originality implementation, WPO; novel operational method

awareness, NOM; job improvement value focus, JIV; and creative solution usefulness
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competency, CSC), and its consequences (organizational innovation, ORI;
organizational productivity, ORP; organizational excellence, ORE; business

competitiveness, BUC; and firm success, FSU), as shown below.
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Table 9 Results of Regression Analysis for the Effects of Each Dimension of Employee Creativity Management Capability on Its

Consequences

Dependent Variables

Independent Variables ORI () ORP (b) ORE (¢) BUC (d) FSU (e)
Equation 1 | Equation2 | Equation 3 | Equation4 | Equation 5
New Ideas Generation Orientation (NIG) (Hla-e) 256" .046 -.044 132 180"
(.079) (.076) (.082) (.082) (.085)
Working Practice Originality Implementation (WPO) (H2a-e) 183" 366 2937 193™ 074
(.089) (.085) (.092) (.093) (.095)
Novel Operational Method Awareness (NOM) (H3a-e) 145 .005 1877 .087 .088
(.088) (.084) (.090) (.091) (.094)
Job Improvement Value Focus (JIV) (H4a-e) -.001 2347 061 2547 172
(.087) (.083) (.089) (.090) (.093)
Creative Solution Usefulness Competency (CSC) (H5a-¢) 1827 190™ 2137 .093 204"
(.085) (.082) (.087) (.088) (.091)
Firm age (FA) 409 -.225 .060 .062 -.087
(.245) (.236) (.253) (:255) (.263)
Firm size (FS) .032 072 -.031 -.113 -.013
(.148) (:142) (.152) (:154) (.158)
Adjusted R? 324 375 283 267 224
Maximum VIF 1.612 1.612 1.612 1.612 1.612

***p <0.01, **. p <0.05, * p <0.10, Beta coefficients with standard errors in parenthesis
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Regarding Table 9, the results of OLS regression analysis illustrates that the
first dimension, new ideas generation orientation, is significantly and positively related
to its consequences: organizational innovation (H1a: f01=0.256, p<0.01), and firm
success (H1le: Boo= 0.180, p < 0.05). These results consistent with the study of
Nikolowa (2014); Heong et al. (2012) indicated that the organization’s new ideas
generation is the important source of organizational innovation to achieve developing a
successful product, and it has a significant influence on the firm success, which new
ideas generation is regarded as one of an engine of firm success. Therefore,
Hypotheses 1a and 1e are supported. Meanwhile, the regression results show that
new ideas generation orientation has no a significant influence on organizational
productivity (H1b: Bpg=0.046, p>0.10), organizational excellence (HIc: 15 = -0.044,
p>0.10), and business competitiveness (H1d: B2,= 0.132, p>0.10). Pritchard (1990)
mentions that new ideas generation is crucial to organizational productivity in the
workplace and are the prime factor to produce business competitiveness. Moreover,
Phipps, Prieto, and Ndinguri (2013) propose that new ideas generation is positively
related to organizational productivity, which as a key instrument to achieving
organizational excellence. Walsh, Lee, and Nagaoka (2016) stated that new ideas
generation will positively relate to productivity and competitiveness of an organization.
However, dissimilarity on organizational culture in the USA context, which is Western
culture, will lead to lower collaboration and commitment to new ideas generation for
furniture exporting businesses in Thailand. There is not necessarily being a way that
will guarantee to a bright and successful for organization. Skerlavaj, Cerne, and
Dysvik (2014) also recommended excessive idea generation can lead to diminished
organizational productivity, and demonstrates a resource allocation and support needed
for idea generation are regarded as priority elements due to it can increase or decrease
the levels of new idea generation to achieving organizational excellence. There is not
earned merely through new ideas generation that support business competitiveness
and organizational productivity. Likewise, new ideas generation of the firm that is not
efficient enough to provide organizational excellence, and it is also likely to reduce
business competitiveness. Therefore, new ideas generation orientation has no associate
with organizational productivity, organizational excellence, and business

competitiveness. Thus, Hypotheses 1b, 1c and 1d are not support.
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Secondly, it is found that working practice originality implementation, the
second dimension, also illustrated significant and positive effects on all of its outcomes:
organizational innovation (H2a: Bo,=0.183, p < 0.10), organizational productivity (H2b:
Bog = 0.366, p < 0.01), organizational excellence (H2c: B1s = 0.293, p < 0.01), and
business competitiveness (H2d: B3 = 0.193, p < 0.05). These results consistent with the
study of Mazzei, Flynn, and Haynie, (2016) shows that working practice promotes
organizational innovation and organizational productivity. Zacarias and Martins (2012)
suggested that working practice has the potential to significantly change with business
competitiveness for building business performance and success. Okpara and Wynn
(2007) demonstrate the relationship between working practice originality
implementation and organizational excellence, it is clear that working practice is related
to organizational excellence which can be used as a competitive weapon to make a
business more sustainable. Thus, Hypotheses 2a, 2b, 2c, and 2d are supported.
Meanwhile, working practice originality implementation has no significant effect on
firm success (H2e: B3o= 0.074, p > 0.10). Notwithstanding, the working practice is
positively related to firm success due to a working practice can increase performance
by improving the efficiency and effectiveness but do not have enough to encourage
organizational productivity that leads to success. However, if employee have not
engaged in planning of working practice, and it is also possible that employee don't feel
strongly connected with the working practice, which is not intended or appropriate for
their the organization (Mendelson, 2000). In the context of life insurance businesses in
Canada, Gatewood, and Riordan (1997) provided evidence to support the linkage
between working practices and employees’ perceptions, which are positively related to
firm success. On the other hand, the finding is that in furniture exporting businesses in
Thailand of this study, which is not earned merely through the specific working
practices that can be used only for some organizations and the context of risk and
uncertainty. Possibility, this empirical examination of furniture exporting businesses in
Thailand might be indirect effect on firm success; due to working practice originality
implementation will vary depending on the work environment, situations, conditions,
and individual personality differences. There are many varied working practice on how
to improve performance efficiency and do not cover every eventuality. The possible

explanations for the finding, working practice focuses on helping an individual
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employee, resulting in no significant influence on firm success. Likewise, working
practice is inefficient enough that organizations launch change initiatives for firm
success. Thus, Hypothesis 2e is not support.

Thirdly, novel operational method awareness (the third dimension) is only
significantly and positively affect organizational excellence (H3c: B17; = 0.187, p < 0.05).
The relationship between novel operational method awareness and organizational
excellence can be explained as a firm with operational method effectiveness that is
likely to contribute positively to organizational excellence (Flynn, Wu, and Melnyk,
2010). Therefore, Hypothesis 3c is supported. The findings indicate that novel
operational method awareness shows a non-significant influence on organizational
innovation (H3a: fo3=0.145, p > 0.10), organizational productivity (H3b: 1o = 0.005, p
> 0.10), business competitiveness (H3d: B4 = 0.087, p > 0.10), and firm success (H3e:
B31=0.088, p > 0.10). These results are inconsistent with previous researches shows
that the operational method is related to organizational innovation (Hammer, 2004),
organizational productivity (Cua, McKone, and Schroeder, 2001), business
competitiveness (Azadegan, 2011), and firm success (Oke and Kach, 2012). There are
several reasons why novel operational method awareness has no significant effect on
organizational innovation, organizational productivity, business competitiveness,
and firm success for furniture exporting businesses in Thailand. One key reason for
interpretation, it is possible that organizational orientation may not have enough
resources to support novel operational method, which will enhances the impact and
effectiveness of action through combined and more efficient use of operational method
(Helfat and Winter, 2011). Due to the limitation of the appropriation of resource, time,
and budget that have been verified by the firms characteristic response, which the
majority of furniture exporting businesses in Thailand has firm capital less than
10,000,000 Baht. The perspective of organizational resources which consists of time
and budget are extremely difficult to managing the required resources for operation
which can reduced the effectiveness of an organization due to improper resource
allocations (Hamilton, Eskin, and Michaels, 1998). As a result, the novel operational
method awareness has no effect on organizational innovation, organizational
productivity, business competitiveness, and firm success. Hence, Hypotheses 3a, 3b,

and 3d are not supported.
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Fourthly, the findings indicate that job improvement value focus is
significantly and positively associated with organizational productivity (H4b: 11 =
0.234, p <0.01), business competitiveness (H4d: o5 = 0.254, p < 0.01), and firm
success (H4e: B3, = 0.172, p < 0.10). The significant relationship between job
improvement value focus and organizational productivity can be clarified by job
improvement that is making reasonable progress towards organizational productivity
(Mizgier et al., 2015). An organization with job improvement enhances the long-term
business value and business competitiveness (Doloi, 2007). Job improvement is a
significant factor that is essential to produce firm success in order to rapidly adapt to
change in the organization (Aina and Omoniyi, 2014). Thus, hypotheses 4b, 4d, and 4e
are supported. However, the results in this research indicate that job improvement
value focus shows non-significant influence on organizational innovation (H4a: B4 =
-0.001, p > 0.10), and organizational excellence (H4c: B1s = 0.061, p > 0.10). These
results are inconsistent with previous researchers who have suggested that job
improvement affects organizational innovation (Rey-Marti, Ribeiro-Soriano, and
Sanchez-Garcia, 2016). Likewise, the study of Mizgier et al. (2015) show that job
improvement is involved in organizational excellence. It seems likely that job
improvement value focus of furniture exporting businesses in Thailand is unable to
foster organizational innovation and organizational excellence. Although prior
researches demonstrate that job improvement can be directly related to organizational
innovation and organizational excellence (Rey-Marti, Ribeiro-Soriano, and Sanchez-
Garcia, 2016; Mizgier et al., 2015). However, an initial way to job improvement value
focus that may create difficulties for employees through learning new things, a number
of different things on job, and development of skills and abilities (Yang and Lee, 2009).
Due to the fact that job improvement value focus is a part of creating change within
organizations which it is possible that employees may are feeling frustrated, sulky,
indignant, and resistant to change. Thus, Hypotheses 4a and 4c are not supported.

Finally, the present study reveals that creative solution usefulness competency
is significantly and positively associated with organizational innovation (H5a: Bgs=
0.182, p <0.10), organizational productivity (H5b: B> = 0.190, p < 0.05),
organizational excellence (H5c: B19 = 0.213, p < 0.05), and firm success (H5e: B33=

0.204, p < 0.05). The results imply that creative solutions of the employees are essential
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tools for the success of an organization in order to create organizational innovation and
improve organizational productivity (Kirton, 2003). Furthermore, Caughron and
Mumford (2008) suggest that creative solution has affected organizational excellence.
Besides, Kuo, Chen, and Hwang (2014) indicate that creative solution influences

firm success. Therefore, Hypotheses 5a, 5b, 5¢ and 5e are supported. Meanwhile,
creative solution usefulness competency has no significant effect on business
competitiveness (H5d: B2s = 0.093, p > 0.10). The result is inconsistent with Ray and
Romano (2013) who propose that the creative solution of organizations is positively
related to business competitiveness. Likewise, the study of Althuizen and Wierenga
(2014) shows that creative solution affects the increasing efficiency of business
competitiveness. This may be in part because of creative solution usefulness
competency in business is important, but in the context of furniture exporting businesses
in Thailand have the intensity of global market and growing extensity are a high cost
operating environment which may affect decreased business competitiveness (Gokiene
and Dagiliene, 2011). Moreover, the results in this research demonstrated that creative
solution usefulness competency has no significant effect on business competitiveness,
but it is necessary and linked to the effectiveness of organizational innovation,
organizational productivity, and organizational excellence in supporting business
competitiveness. From the reason above creative solution usefulness competency has no
significant effect on business competitiveness. Therefore, Hypothesis 5d is not
supported.

For the control variables, firm age has no significant effect on organizational
productivity (B13 = -0.225, p > 0.10), organizational excellence (B = 0.060, p > 0.10),
business competitiveness (27 = 0.062, p > 0.10), and firm success (B34 = -0.087,

p > 0.10). Therefore, the relationships among employee creativity management
capability’s dimensions, organizational innovation, organizational productivity,
organizational excellence, business competitiveness, and firm success are not influenced
by firm age. Meanwhile, firm age has significant relationship with organizational
innovation (Bgs = 0.409, p < 0.10). It means that the relationship among employee
creativity management capability’s dimensions and organizational innovation are
influenced by firm age. Consistently, Ravichandran et al. (2009) indicate that, a large

firm is likely to create performance much more than a small firm. Likewise, firm size
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has no significant effect on organizational innovation (o7 = 0.032, p > 0.10),
organizational productivity (B14 = 0.072, p > 0.10), organizational excellence

(B21 =-0.031, p > 0.10), business competitiveness (B2g = -0.113, p > 0.10), and firm
success (Bss = -0.013, p > 0.10). Hence, the relationship among employee creativity
management capability’s dimensions, organizational innovation, organizational
productivity, organizational excellence, business competitiveness, and firm success

are not influenced by firm size.

The Relationships among Organizational Innovation, Organizational

Productivity, Organizational Excellence, Business Competitiveness, and

Firm Success

According to Figure 8, the relationship among organizational innovation,
organizational productivity, organizational excellence, business competitiveness, and
firm success are shown. This research proposes positive relationships among the
aforementioned relationships, in hypotheses 6-8. These hypotheses are transformed to
regression equations 6 to 9. Moreover, the results of regression analyses are presented in
Table 10 below.

Figure 8 The Relationships among Organizational Innovation, Organizational
Productivity, Organizational Excellence, Business Competitiveness,

and Firm Success
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Table 10 Descriptive Statistics and Correlation Matrix of Organizational

Innovation, Organizational Productivity, Organizational Excellence,

Business Competitiveness, and Firm Success

Variables ORI ORP ORE BUC FSU
Mean 4.52 4.45 4.43 4.44 4.43
S.D. 39 41 42 43 42
ORP 567

ORE 47277 4617

BUC 4187 4707 43477

FSU 3957 3787 369 5727

FA 2337 .059 113 104 .059
FS 122 .087 .058 021 047

*xx 50,01, ** p<0.05

Table 11 Results of Regression Analysis for the Effects of Organizational

Innovation, Organizational Productivity, Organizational Excellence

on Business Competitiveness, and Firm Success

Dependent Variables
Independent Variables ORP ORE BUC FSU
Equation 6 | Equation 7 | Equation 8 | Equation 9

Organizational Innovation (ORI) 5827 4717 144 2137
(H6a-d) (.073) (.078) (.095) (.100)
Organizational Productivity (ORP) 2817 1707
(H7a-b) (.092) (.097)
Organizational Excellence (ORE) 234" 1937
(H8a-h) (.086) (.090)
Firm age (FA) -.293 .009 134 -.076
(:249) (.268) (-258) (.272)

Firm size (FS) .083 .000 -.092 .003
(:148) (.159) (:153) (.161)

Adjusted R? 313 205 271 189
Maximum VIF 1.136 1.136 1.693 1.693

***p <0.01, **. p <0.05, * p <0.10, Beta coefficients with standard errors in parenthesis
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For the hypothesis testing, the results of regression analysis are identified in
Table 11. As expected, it was found that organizational innovation has a significant
and positive effect on organizational productivity (Hé6a: B3s= 0.582, p < 0.01),
organizational excellence (H6b: B39= 0.471, p < 0.01), and firm success (H6d:
B47= 0.213, p < 0.05). For organizational innovation, it confirms that organizational
innovation is related to organizational productivity (Alshammari et al., 2014),
organizational excellence (Therrien, Doloreux, and Chamberlin, 2011), and firm success
(Bessant et al., 2005). Consistently, previous research asserts that organizations with
leveraging and improvement of organizational innovation that can build and maintain
organizational productivity which are always the first ones to lead to firm success
(Alshammari et al., 2014). Furthermore, the result of the relationship between
organizational innovation and organizational excellence are consistent with Therrien,
Doloreux and Chamberlin (2011), organizational innovation is positively related to
organizational excellence. The evidence suggests that firms with organizational
innovation are likely to effectively and efficiently achieve firm success because firms
have a better ability to create or adopt an idea or new behavior ( Bessant et al., 2005).
Therefore, Hypotheses 6a, 6b and 6d are supported. In contrast, organizational
innovation has no significant effect on business competitiveness (Hoc: 4= 0.144,
p > 0.10). Organizational innovation is not positively related to business

competitiveness. The result is inconsistent with Testa, Iraldo, and Frey 2011)

who demonstrated that organizational innovation is directly related to the nature of
competitiveness, and organizational innovation has long been recognized as a source
of business competitiveness, which the organization requires proper organizational
innovation in order to retain business competitiveness The possible reason for this is
organizational innovation alone is not the key to create business competitiveness.
Business competitiveness required the several of resources and capabilities of firm
through cumulative experience and knowledge that the firm uses to efficiently in order
to launch a new product to market faster than competitors. The relationships between
organizational innovation, various resources, experience, and capabilities of the firm
are the crucial factors influencing business competitiveness (Nieto and Santamaria,

2007). The result in this research indicated that organizational innovation has no direct
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affection but also has indirect affection on business competitiveness through
organizational productivity and organizational excellence. A possible explanation

for this finding is that organizational innovation indirectly effects to business
competitiveness. This result is consistent with Carayannis and Grigoroudis (2014)

who found that organizational productivity has a mediating effect on the relationship
between organizational innovation and competitiveness. Also, Hasan et al. (2016) who
showed that the mediating role of productivity, which can help facilitate the generation
of innovation and competitiveness of U.S. manufacturing firms. Therefore, Hypothesis
6¢ is not supported.

For the hypothesis testing, the results from Table 10 suggest that organizational
productivity has a signification and positive effect on business competitiveness (H7a:
Bas=0.281, p < 0.01) and firm success (H7b: Bsg= 0.170, p< 0.10). Consistent with
Neely, Adams, and Kennerley (2002), organizational productivity is the capacity of the
firm that to have both efficiency and effectiveness, which can be used as competitive
weapons that lead to business competitiveness. The possible explanation might be that
organizational productivity is an essential factor for achieving firm success. Moreover,
organizational productivity is positively related to firm success. Oeij et al. (2012)
indicate that organizational productivity is about assessing and improving the efficiency
and effectiveness of organizations can constitute a source of firm success. Hence,
Hypotheses 7a and 7b are supported.

The results of regression analysis are identified in Table 11. As expected,
it was found that organizational excellence has a significant and positive effect on
business competitiveness (H8a: Bsq= 0.234, p < 0.01) and firm success (H8b: Ps9=
0.193, p< 0.05). The previous literature suggested that organizational excellence is a
prime factor that can lead to improved business competitiveness, and enable the
employee to achieve firm success (Oakland and Tanner, 2008). Furthermore, previous
studies indicate that organizational excellence can be used to help build firm success
(Kaynak and Hartley 2005). Thus, Hypotheses 8a and 8b are supported.

For the control variables, firm age has no significant effect on organizational
productivity (Bs7=-0.293, p > 0.10), organizational excellence (B4o= 0.009, p > 0.10),
business competitiveness (Bgs= 0.134, p > 0.10), and firm success (Bso= -0.076, p > 0.10).

Thus, the relationships among organizational innovation, organizational productivity,
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organizational excellence, business competitiveness, and firm success are not influenced

by firm age. Likewise, firm size has no significant effect on organizational productivity
(Bss= 0.083, p > 0.10), organizational excellence (B41= 0.000, p > 0.10), business
competitiveness (B4s=-0.092, p > 0.10), and firm success (Ps1= 0.003, p > 0.10).

Therefore, the relationships among organizational innovation, organizational

productivity, organizational excellence, business competitiveness, and firm success

are not influenced by firm size.

The Relationships among Business Competitiveness, Firm Success, and

Corporate Sustainability

Figure 9 The Relationships among Business Competitiveness, Firm Success,

and Corporate Sustainability
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Table 12 Descriptive Statistics and Correlation Matrix of Business

Competitiveness, Firm Success, and Corporate Sustainability

Variables BUC FSU CSuU
Mean 4.44 4.43 4.48
S.D. 43 42 43
FSU 5727
CSuU 4837 636
FA 104 .059 205"
FS 021 047 .026

*x% 0<0.01, ** p<0.05
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Table 12 shows the correlation matrix of business competitiveness, firm
success, and corporate sustainability. Firstly, the results show that business
competitiveness is significantly and positively correlated to firm success (r = 0.572,

p < 0.01) and corporate sustainability (r = 0.483, p < 0.01). Secondly, firm success has
positive correlations with corporate sustainability (r = 0.636, p < 0.01). It is clear

that these correlations are less than 0.90 as recommended by Hair et al. (2010). The
maximum value of VIF is 1.499 which is lower than the cut-off value of 10 (Hair et al.,
2006). Both criteria point out that the multicollinearity problem should not be of

concern.

Table 13 Results of Regression Analysis for the Effects of Business

Competitiveness on Firm Success, and Corporate Sustainability

Dependent Variables
Independent Variables FSU CsuU
Equation 10 Equation 11

Business Competitiveness (BUC) 5727 158"
(H9a-b) (.071) (.078)
Firm Success (FSU) 5387
(H10) (.078)
Firm age (FA) -.038 568
(.245) (.222)

Firm size (FS) .076 -.102
(.148) (.134)

Adjusted R* 313 436
Maximum VIF 1.098 1.499

*** p< 0.01, **. p <0.05, Beta coefficients with standard errors in parenthesis

For the hypothesis testing, the results from Table 13 suggest that business
competitiveness has significant effect on firm success (H9a: Bs,= 0.572, p < 0.01),
and corporate sustainability (H9b: fss= 0.158, p< 0.05). Business competitiveness
is a firm's ability to acquire, develop, and exploit existing resources, which is a critical

factor required for driving a firm's success (Testa, Iraldo, and Frey, 2011). Thus,
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business competitiveness is a tool for resisting competition by improvement of a firm's
ability. Moreover, business competitiveness tends to lead to firm success and corporate
sustainability. Hence, Hypotheses 9a and 9b are supported.

As can be seen from Table 13, the significant effect of firm success on
corporate sustainability was found (H10: Bs¢ = 0.538, p < 0.01). The results imply that
firm success affects corporate sustainability due to firms accomplishing, developing,
can creating more effectiveness that can lead to corporate sustainability. The previous
research shows that firm success are critical to the development and execution of long-
term success, which can then lead to corporate sustainability (Lozano, Carpenter, and
Huisingh, 2015). Thus, Hypothesis 10 is supported.

For the control variables, firm age has no significant influence on firm success
(Bss = -0.038, p > 0.10). Hence, the relationships between business competitiveness and
firm success are not influenced by firm age. Whereas, firm age has a significant positive
on corporate sustainability (Bs7 = 0.568, p < 0.10). Therefore, the relationships between
business competitiveness and corporate sustainability are influenced by firm age.
Furthermore, firm size has no significant influence on firm success (Bs4 = 0.076, p > 0.10),
and corporate sustainability (Bsg = -0.102, p > 0.10). As a result, the overall
relationships among business competitiveness, firm success, and corporate

sustainability are not affected by firm size.
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The Relationships among the Antecedents, Employee Creativity Management

Capability, and Moderating Role of Technology Growth

Figure 10 The Relationships among the Antecedents, Employee Creativity
Management Capability, and Moderating Role of Technology
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Figure 10 illustrates the relationships among four antecedent constructs: vision
for proactive operations, top management support, organizational learning culture, and
continuous environmental change which are proposed in hypotheses 11a-e to 14a-e.
The relationships in each hypothesis are all proposed in a positive direction. These
hypotheses can be transformed into the regression models 12, 14, 16, and 18. Moreover,
the moderating role of technology growth is proposed to positively moderate the
relationships among antecedents and each of five dimensions of employee creativity
management capability. The aforementioned relationships are presented in hypotheses
15a-e to 18a-e. According to these hypotheses, the regression equations in models 13,
15, 17, and 21 are developed.
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Table 14 Descriptive Statistics and Correlation Matrix of Each Dimension of
Employee Creativity Management Capability, Its Antecedents, and
Technology Growth

Variables | NIG | WPO | NOM JIv CSC VPO | TMS | OLC | CEC | TEG

Mean 440 | 438 4.46 4.43 4.48 4.61 4.44 4.46 449 | 4.50

SD. 42 43 .39 40 .39 37 40 40 .38 .39

WPO 4117

NOM 331 537

FEE Eiid B

JIv .326 .343 414

EEid EEEd ST EEEd

CsC .280 .370 .353 521

EZ3d EEEd EEE3 EEEd ESE3

VPO 301 .302 .349 .285 .349

FEE EZid EZE3 EZid ESE3 EZid

TMS 294 433 370 235 271 400

FEFE FEF FEE FEF FFF FEF FEF

oLC .240 313 279 375 .356 .370 .318

FEFE FEF FEE FEF FFF FEF FEF FFEF

CEC .229 377 251 .361 .354 438 .466 .636

FEE ESid B ESid ESEd FEFE FEFE ESEd FEFE

TEG 318 .384 411 .284 413 447 .615 461 .563

EZ3

FA .140 .186 137 107 .087 .034 .008 -.106 -122 | -.096

FS .090 102 .160 .094 .034 .085 JA11 -.006 .109 .034

%% n<().01, ** p<0.05

The correlation among each dimension of employee creativity management
capability, its antecedents, and technology growth, are shown in Table 14. The
technology growth and the antecedents were treated as independent variables which
were concerned about the multicollinearity problem. The results illustrate that the
relationship of technology growth and the antecedents are comprised of vision for
proactive operations, top management support, organizational learning culture, and
continuous environmental change which have a significant effect on independent
variables. Accordingly, the result exhibits the correlation coefficient among variables as
0.229-0.433 (p<0.01) which does not exceed the critical value of 0.8 (Hair et al., 2010).
In detail, firstly, vision for proactive operations is correlated with new ideas generation
orientation (r = 0.301, p < 0.01), working practice originality implementation (r = 0.302,
p < 0.01), novel operational method awareness (r = 0.349, p < 0.01), job improvement
value focus (r = 0.285, p < 0.01), and creative solution usefulness competency

(r=0.349, p < 0.01). Secondly, top management support is correlated with new ideas
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generation orientation (r = 0.294, p < 0.01), working practice originality implementation
(r=0.433, p < 0.01), novel operational method awareness (r = 0.370, p < 0.01), job
improvement value focus (r = 0.235, p < 0.01), and creative solution usefulness
competency (r = 0.271, p < 0.01). Thirdly, organizational learning culture has a positive
correlation with new ideas generation orientation (r = 0.240, p < 0.01), working practice
originality implementation (r = 0.313, p < 0.01), novel operational method awareness
(r=0.279, p < 0.01), job improvement value focus (r = 0.375, p < 0.01), and creative
solution usefulness competency (r = 0.356, p < 0.01). Lastly, continuous environmental
change has a positive correlation with new ideas generation orientation (r = 0.229,

p < 0.01), working practice originality implementation (r = 0.377, p < 0.01), novel
operational method awareness (r = 0.251, p < 0.01), job improvement value focus
(r=0.361, p <0.01), and creative solution usefulness competency (r = 0.354, p < 0.01).
For technology growth as a moderator, it has a significant and positive correlation with
new ideas generation orientation (r = 0.318, p < 0.01), working practice originality
implementation (r = 0.384, p < 0.01), novel operational method awareness (r = 0.411,

p < 0.01), job improvement value focus (r = 0.284, p < 0.01), creative solution
usefulness competency (r = 0.413, p < 0.01), vision for proactive operations (r = 0.447,
p < 0.01), top management support (r = 0.615, p < 0.01), organizational learning culture
(r=0.461, p < 0.01), and continuous environmental change (r = 0.563, p < 0.01).

These mean that the relationship of those variables is independent of one
another and are without a multicollinearity problem in this research. Moreover, the
variance inflation factors (VIF) in equations 12 to 21 (Table 15) indicate the maximum
value of 2.267. Since the VIF values are not more than 10 (Hair et al., 2010; Stevens,
2002), therefore, the independent variables are not correlated with others and the
findings confirm that there is no multicollinearity problem to analyze (Hair et al., 2010).

Next, the results of regression analysis are explained in Table 15. Firstly,
the results indicated that vision for proactive operations is playing a critical role in
enhancing employee creativity management capability. The result illustrated that vision
for proactive operations has significant effect on new ideas generation orientation
(H11a: Bso= 0.173, p < 0.10), novel operational method awareness (H11c: Bg3= 0.198,

p < 0.05), and creative solution usefulness competency (H1le: B12;= 0.188, p < 0.05).

In terms of vision for proactive operations, the finding is consistent with the view that
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vision for proactive operations is associated with new ideas generation orientation
(Griffin, Parker, and Mason, 2010), novel operational method awareness (Azadegan,
2011), and creative solution usefulness competency (Haeckel, 2004). As vision is one
of the most important factors influencing corporate performance and innovation.
Therefore, Hypotheses 11a, 11c, and 11e are supported.

Conversely, vision for proactive operations has no significant effect on
working practice originality implementation (H11b: Bz= 0.064, p > 0.10) and job
improvement value focus (H11d: B110=0.104, p > 0.10). The finding of this research
that is inconsistent with Moore, Konrad, and Hunt (2010) demonstrated that the
vision of an organization directly related to the nature of working practice for sport
organizations in the USA. Likewise, the study of Yang and Lee (2009) demonstrated
that the vision of an organization is involved in job improvement. With regard to the
context of furniture exporting businesses in Thailand, the results in this research
indicated the vision for proactive operations does not support both working practice
originality implementation, and job improvement value focus. This is probably because
an organization does not let everyone into the organization and does not encourage
participation and accomplishment of the vision for the future. This is though the vision
for proactive operations refer to the direction and goals of the organization that are
careful to cope with change in the future that is associated with the objective of the
organization by analyzed opportunity and the threat of concept change which improves
the current situation and develops efficiency. Because vision for proactive operations
takes time to change taking place in the organization and takes time to change ideas of
employee that lead to achieving the objectives of the organization, it unable effect on
both working practice originality implementation, and job improvement value focus for
a short period of time (Alt, Diez-de-Castro, and Lloréns-Montes, 2015). Thus, the vision
for proactive operations could not affect working practice originality implementation
and job improvement value focus. Hence, Hypotheses 11b and 11d are not
supported.

Secondly, the regression results show that top management support has
significant effect on new ideas generation orientation (H12a: Bgo= 0.179, p < 0.10),
working practice originality implementation. (H12b: B77= 0.293, p < 0.01), and novel
operational method awareness (H12c: Bos= 0.252, p < 0.01). The finding of this
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research is consistent with Islam et al. (2009) demonstrated that top management
support that is associated with new ideas generation as the foremost factor for the
development of successful new products. In terms of working practice originality
implementation and novel operational method awareness, the finding is also confirmed
top management support can facilitate working practice and operational methods of an
organization (Al Shaar et al., 2015; Elbanna, 2013). Therefore, Hypotheses 12a, 12b,
and 12c are supported.

Nevertheless, the finding exhibited that top management support has no
significant effect on job improvement value focus (H12d: B11;= 0.039, p > 0.10), and
creative solution usefulness competency (H12e: B12s= 0.076, p > 0.10). The results are
inconsistent with the study of Elbanna (2013) demonstrated that top management
support is absolutely essential for an organization. The insignificant results may imply
that top management support may not directly affect job improvement value focus and
creative solution usefulness competency. For possible reasons from previous studies,
Nah, Islam, and Tan (2009) found top management support has not been considered the
foremost critical factor for the use of the problem solution in the operating procedures
of the organization. That is the problem solution of organization can achieve success by
without any effect of top management support. Likewise, Marble (2003) who suggested
that top management support is not critical factor affecting the problem solution and
cannot reducing efficiency and flexibility of the operating procedures in organization,
even without the support of top management. From the reason above, there is
appropriate description for the reason that top management support has no significant
effect on job improvement value focus and creative solution usefulness competency.
Thus, Hypotheses 12d and 12e are not supported.

Thirdly, hypothesis 13 shows that organizational learning culture has
significant effect on novel operational method awareness (H13c: Bgs=0.178, p<0.05),
job improvement value focus (H13d: B112 =0.237, p < 0.05), and creative solution
usefulness competency (H13e: B129 =0.188, p<0.10). From the result, it can be stated
that organizational learning culture supports operational methods in the workplace
(Kandemir and Hult, 2005) and can support employee efficiency, productivity, and
satisfaction by providing learning opportunities to improve essential skills for daily

operational problem-solving (Skerlavaj, Song, and Lee, 2010), and job efficiency
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improvement in the workplace (Hung et al., 2010). The firms with higher organizational
learning culture appear to have greater novel operational method awareness, job
improvement value focus, and creative solution usefulness competency. Therefore,
Hypotheses 13c, 13d, and 13e are supported. In contrast, organizational learning
culture has no significant effect on new ideas generation orientation (H13a: fs; =0.134,
p > 0.10) and working practice originality implementation (H13b: Bzg =0.111, p > 0.10).
This implies that organizational learning culture does not play a significant role in new
ideas generation orientation and working practice originality implementation, even if
organizational learning culture is associated with the generation of ideas for an
organization (Martins and Terblanche, 2003), and working practice (Billett, 2004).
However, the results in this research are inconsistent with prior studies. The possible
reason for this is, the organizational learning culture relates the learning process by
individuals in organization which are different depends on employees who believe that
organizational learning culture and commitment that can developing their skills, which
they may not support systematic to achieving organizational learning goals when
perceived lower learning culture (Joo and Lim, 2009). Moreover, the concept of
organizational learning culture is understood as a set of individual and organizational
learning, which are composed of norms, values, and attitudes, that depend on
individual’s role among different units within an organization. Organizational learning
culture is a variety complex of learning and knowledge through interaction between
individuals and other individuals, which difficult to acknowledge anyone in an
organization and is a challenge for organizations to create the capability of learning new
knowledge (Skerlavaj, Stemberger, and Dimovski, 2007). Therefore, organizational
learning culture has no positive significant impact on new ideas generation orientation
and working practice originality implementation. Hence, Hypotheses 13a and 13b are
not supported.

Lastly, the results indicate that continuous environmental change has no
significant effect on five dimensions of employee creativity management capability,
including new ideas generation orientation (H14a: Bg,= 0.001, p>0.10), working
practice originality implementation (H14b: B9 = 0.171, p>0.10), novel operational
method awareness (H14c: Bgs = -0.063, p>0.10), job improvement value focus (H14d:
B113 = 0.161, p>0.10), and creative solution usefulness competency (H14e: 130 =0.138,
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p>0.10). The result indicates that continuous environmental change cannot gain the
outcomes of employee creativity management capability. Although, prior research
demonstrates the role of continuous change within the business environment as a
driving force that influences organizational effectiveness and individual task
performance (Audia, Locke, and Smith, 2000). On the other hand, the results in this
research indicate that continuous environmental change has no positive effect on new
ideas generation orientation and working practice originality implementation. This is
consistent with Bradley et al. (2011) who found that continuous environmental change
is a barrier to stimulate the generation of ideas and working practice because adaptation
to environmental change is often based on insufficient information that also is an
obstacle to subsidiary organizations of the manufacturing and technology sectors in
Sweden. The generation of ideas and working practice under continuous environmental
change, are depended on the congruency relationship between strategic processes and
organizational structure. In addition, Inoue and Lee (2011) found that environmental
change has no significant impact on the methods of operation in a business for the short-
term profitability in tourism-related industries, such as the restaurant, casino, hotel, and
airline industries. In the same way, continuous change in the business environment can
reduced the appropriateness of improved jobs to protect market position in U.S. bicycle
industry (Dowell and Swaminathan, 2006). Therefore, continuous environmental
change does not play significant role for explaining new ideas generation orientation
and working practice originality implementation. Thus, Hypotheses 14a, 14b, 14c,
14d, and 14e are not supported.

For the control variables, firm age has significant effect on new ideas generation
orientation (Be3 = 0.473, p < 0.10), working practice originality implementation
(Bso = 0.724, p < 0.10), and job improvement value focus (f114 = 0.466, p < 0.10). Thus,
the relationships among antecedent variables, new ideas generation orientation, working
practice originality implementation, and job improvement value focus are influenced by
firm age. Whereas, firm age has no significant effect on novel operational method
awareness (Bo1 = 0.377, p > 0.10), and creative solution usefulness competency
(B131 = 0.427, p > 0.10). Therefore, the relationship among the antecedent variables,
novel operational method awareness, and creative solution usefulness competency are

not influenced by firm age. Likewise, firm size has no significant effect on new ideas
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generation orientation (g4 = 0.033, p > 0.10), working practice originality
implementation (Bg; = -0.031, p > 0.10), novel operational method awareness
(Bog = 0.182, p > 0.10), job improvement value focus (B115 = 0.050, p > 0.10), and
creative solution usefulness competency (B132 = -0.082, p > 0.10). Therefore, the
relationships among antecedent and each dimension of employee creativity

management capability are not influenced by firm size.
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Table 15 Results of Regression Analysis for the Effects of the Antecedent and Moderator on Employee Creativity Management Capability

Dependent Variables
Independent Variables Equat N IGE G Equati WPO Equati NOI\I/:_I G IV CSCE G
quilzlon quiiglon qulleon Equation 15 quislon qu%lon Fquation 18 Equation 19 [Equation 20 qugllon
Vision for Proactive 173" 103 .064 -.035 198" .049 104 -.017 188" 114
Operations (VPO) (H11a-e) (.093) (.110) (.086) (.102) (.089) (.101) (.090) (.105) (.090) (.103)
Top Management Support 179 120 2937 2747 2527 179 .039 047 .076 -.024
(TMS) (H12a-€) (.093) (.106) (.086) (.098) (.089) (.098) (.091) (.101) (.090) (.100)
Organizational Learning 134 117 111 131 178" 180 237 256" 188" 153
Culture (OLC) (H13a-e) (.105) (.111) (.097) (.103) (.101) (.102) (.102) (.106) (.102) (.104)
Continuous Environmental .001 -.013 A71 140 -.063 -.126 161 162 .138 .076
Change (CEC) (H14a-¢) (.115) (.120) (.106) (.111) (.110) (.111) (.112) (.115) (.111) (.113)
Technology Growth (TEG) 197" 153 3377 132 3087
(.118) (.109) (.109) (.113) (.111)
VOP x TEG -.081 -128 -.206" -120 -.001
(H15a-¢) (.094) (.087) (.087) (.090) (.089)
TMS x TEG 102 .069 046 124 -.038
(H16a-¢) (.104) (.096) (.096) (.099) (.098)
OLC x TEG -.093 029 -.013 061 134
(H17a-€) (.101) (.093) (.093) (.096) (.095)
CEC xTEG 101 .045 153 113 .066
(H18a-¢) (.101) (.093) (.093) (.097) (.095)
Firm age (FA) 473" 476" 7247 7537 377 446 466 516 427 558"
(.281) (.285) (.259) (.263) (.269) (.263) (.273) (.272) (.272) (.268)
Firm size (FS) .033 o7t -.031 015 182 259 050 104 -.082 -052
(.170) (172) (.157) (.159) (.163) (.159) (.165) (.165) (.165) (.162)
Adjusted R* 120 118 252 247 191 249 167 195 176 220
Maximum VIF 2.064 2.267 2.064 2.267 2.064 2.267 2.064 2.267 2.064 2.267

***n<0.01, **. p <0.05, * p < 0.10, Beta coefficients with standard errors in parenthesis

p ~ &.\‘
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The Moderating Role of Technology Growth

The results of the regression analysis in Table 15 illustrate the moderating
effects of technology growth on the relationships among the four antecedents
comprising vision for proactive operations, top management support, organizational
learning culture, and continuous environmental change on each dimension of employee
creativity management capability. The result and discussion on hypotheses testing are as
follows.

Firstly, the firm’s technology growth shows no influencing effect on the
relationships among vision for proactive operations, new ideas generation orientation
(H15a : Bro=- 0.081, p > 0.10), working practice originality implementation (H15b :
Bg7=-0.128, p > 0.10), novel operational method awareness (H15c : B104= -0.206,
p< 0.10), job improvement value focus (H15d : B121=-0.120, p > 0.10), and creative
solution usefulness competency (H15¢ : B13s=-0.001, p > 0.10). Despite the fact that the
role of vision for proactive operations are the major determinant and the most influential
factor determines organizational policy to enhance business competitiveness. The
implementations of employee creativity management capability, is due to the integration
of an organization’s management capabilities and employee's creativity which needs to
be supported by vision for proactive operations (Haeckel, 2004). For the non-significant
results, it is possible that the moderating role of technology growth is not strong enough
to support the relationship between vision for proactive operations and its consequences.
This is probably because that vision for operations does not provide meaning in both the
present and the future potential, which cannot be empowered and support leaders and
followers in the organization for making proactive changes. It will result in a vision that
is just the attitude of the executive (Montani, Odoardi, and Battistelli, 2014). Due to
technology growth contributes to the adaptation of firms in order to respond to
continuing technological progress, which is enhancing the ability of firm to adapt
successfully to growth economic (Kishore, Agrawal, and Rao, 2004). As a consequence,
top executives who work closely with operation management under technology growth
and changing environment. They try to determine firm strategies, which is an
appropriate and consistent approach to the situation (Lee, Shiue, and Chen, 2016).
These is barriers to adapting successfully of firms to achieve employee creativity

management due to firms must have creating a abilities, experience and skill to adapt to

~ Mahasarakham University



135

technology growth, which is absolutely essential to increase employee creativity
management that can makes firm strong than the competition in business (Chandra
and Skinner, 2012). In order to survive in technology growth environment, firms must
adapt strategy, skill, and policy in response to changing, which may be unable to adapt
to develop specific management that cannot help firm improve skills, abilities, and
expertise, which are barriers to generate employee creativity management capability,
including new ideas generation orientation, working practice originality
implementation, novel operational method awareness, job improvement value focus,
and creative solution usefulness competency. Therefore, Hypotheses 15a, 15b, 15c,
15d, and 15e are not supported.

Secondly, the results also present the moderating role of technology growth
in the relationships among top management support, new ideas generation orientation,
working practice originality implementation, novel operational method awareness, job
improvement value focus, and creative solution usefulness competency. For the non-
significant results, technology growth failed to illustrate the significant moderating
effect on the relationships among top management support, new ideas generation
orientation (H16a : B7; = 0.102, p > 0.10), working practice originality implementation
(H16b : Bgs = 0.069, p > 0.10), novel operational method awareness (H16c : B105 = 0.046,
p > 0.10), job improvement value focus (H16d : B122 = 0.124, p > 0.10), and creative
solution usefulness competency (H16e : B139 = -0.038, p > 0.10). Indeed, technology
growth, as an environmental munificence, can influence the goals and improved
processes of the organization through the support of top management deemed critical
for organizational success. Top management is the key influence to inspire, encourage,
enable and facilitate change opportunities for individuals within the organization to
work collaboratively to take it forward (Al Shaar, et al., 2015). The technology growth
is the external environment of an organization which is necessary to enhance a potential
employee because it is used as important mechanism to driving the success of
organizational business goals and objectives through the support offered by top
management (Ridge, et al., 2017). However, if a firm is giving top priority to
technology growth but it's not fit for organizational operation, can lead to a workplace
conflict that occur between executive and employees. Workplace conflict is barriers to

teamwork to respond to rapidly changing to finding problems solution for organization
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due to the lack of effective exchange of information among memberships of the
organization (Nesterkin, et al., 2016). Moreover, an organization must take a lot of
time and effort to develop the working practice and cannot generate the organizational
innovation to response to customer need before its competitors and also lead to reduce a
customer's expectations which is greatly affected by technology growth and business
environment change (Estrada and Lépez-Salido, 2004). Additionally, the high
concentrations of organization in response to the technology growth may also lead to
the lack of adequate and appropriate materials due to it is not easy to get effective and
efficiency of a business operation which required a lot of money and time to be support
from top management (Garcia-Sanchez, Garcia-Morales, and Bolivar-Ramo, 2015).
Moreover, it is clear that the moderating role of technology growth is not strong enough
to boost the relationships between top management support and all of the five employee
creativity management capability dimensions (new ideas generation orientation,
working practice originality implementation, novel operational method awareness,

job improvement value focus and creative solution usefulness competency). Thus,
Hypotheses 16a, 16b, 16c¢, 16d and 16e are not supported.

Thirdly, the insignificant results demonstrate the moderating role of technology
growth on the relationships among organizational learning culture, new ideas generation
orientation (H17a: B7, = -0.093, p > 0.10), working practice originality implementation
(H17b : Bge = 0.029, p > 0.10), novel operational method awareness (H17c : 106 = -0.013,
p > 0.10), job improvement value focus (H17d : B123 = 0.061, p > 0.10), and creative
solution usefulness competency (H17e : B140 = 0.134, p > 0.10). The results of this study
indicated that the relationship between organizational learning culture and all of the five
employee creativity management capability dimensions cannot be influenced by
technology growth alone. According, Hung et al. (2010) organizational learning culture
is influenced by technology growth used in conjunction with creating and developing
the dynamic capabilities of firms that can lead to greater opportunities and contribute to
the success of a business. Technology growth contributes to the firm’s adaptation that
lead firms to invest technology infrastructure such as computer hardware, operating
system, internet, networking and telecommunications, are very important to response to
competition in the current business environment, which relate to both ability and skills

of firm that lead to superior firm's performance (Luftman, et al. 2012). The results

~ Mahasarakham University



137

indicate that firm cannot produce organizational learning culture to support operation
under technology growth. Rapidly changing technology environment cannot create and
reinforce organizational learning culture because do not increase organizational
learning, which originate from firm cannot utilize the ability to adopt new technologies
to organizational operations. Moreover, firms lack the adoption of new technology to
resolve organizational problem. This is consistent with Masopust (2016) who
demonstrates that technology growth is regarded as important factor for organizations,
but if firm lack transferring appropriate technologies to employee of organization that
can adversely affect ability of organizational operation in decreasing efficiency and
effectiveness. Therefore, Hypotheses 17a, 17b, 17c, 17d and 17e are not supported.
Fourth, technology growth does not significantly moderate the relationships
between continuous environmental change and all of five dimensions of employee
creativity management capability, consistent with new ideas generation orientation
(H18a: B73 = 0.101, p > 0.10), working practice originality implementation (H18b :
Bgo = 0.045, p > 0.10), novel operational method awareness (H18c¢ : B1o7 = 0.153,
p > 0.10), job improvement value focus (H18d : B124 = 0.113, p > 0.10), and creative
solution usefulness competency (H18e : B141 = 0.066, p > 0.10). The reason for
technology growth does not force the relationship between continuous environmental
change and all of five dimensions of employee creativity management capability that
may be possible in environmental change. Giedraitis (2014) demonstrates that current
firms confront the various natures of continuous environmental change that are
inevitable in managing overall business operations. It is noticeable that technology
growth used in conjunction with responding to customer needs and can stimulate the
firms to remain and maintain organizational innovation and business competitiveness in
long-term. The results indicate that technology growth scenarios does not have a direct
effect on firm to recognize the need to response to rapid technological change, which it
is very difficult to understand the perspective of rapidly changing technology that is
happening in business environment of firm. The possible reason is that because of firms
insufficient deeper learning about the business contextual in Thailand may not fit with
technology growth and continuous environmental change (Intarakumnerd, Chairatana,
and Tangchitpiboon, 2002). Furthermore, it is possible that a lack of insight into the

technology potential of firm and cannot respond to the impact of rapidly changing
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technology, which firm cannot find a way to gain and maintain business competitiveness
(Wu, et al., 2014). The possible explanation is that the moderating role of technology
growth is not strong enough to enhance the relationship between continuous
environmental change and all of the five dimensions of employee creativity
management capability. Hence, Hypotheses 18a, 18b, 18c, 18d, and 18e are

not supported.

For the control variables, firm age has significant influences on the moderating
effect of technology growth on the relationships among employee creativity
management capability’s antecedents, new ideas generation orientation (B4 = 0.476,

p < 0.10), working practice originality implementation (Bg; = 0.753, p < 0.01), novel
operational method awareness (B10s = 0.446, p < 0.10), job improvement value focus
(B12s = 0.516, p < 0.10), and creative solution usefulness competency (B142 = 0.558,

p <0.05). Thus, the moderating effect of technology growth on the relationships among
employee creativity management capability’s dimensions and its antecedent are
influenced by firm age. Moreover, firm size also illustrates no significant influences
on the moderating effect of technology growth on the relationship among employee
creativity management capability’s antecedents, new ideas generation orientation

(B7s =0.071, p > 0.10), working practice originality implementation (g = 0.015,

p > 0.10), novel operational method awareness (Bgg = 0.259, p > 0.10), job improvement
value focus (Bi26= 0.104, p > 0.10), and creative solution usefulness competency

(B143 = -0.052, p > 0.10). Therefore, the moderating effect of technology growth on the
relationships among employee creativity management capability’s dimensions and its

antecedents are not influenced by firm size.

Summary

The brief summary of the main content in this chapter demonstrated a multiple
regression analysis result by eighteen hypotheses. The research results reveal that new
ideas generation orientation, working practice originality implementation, and job
improvement value focus have a partial direct effect on organizational innovation,
organizational productivity, organizational excellence, business competitiveness, and

firm success. Interestingly, a firm’s novel operational method on the outcomes is only
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meaningful to organizational excellence. On the other hand, creative solution usefulness
competency has no meaning only in relationship with business competitiveness.

In the consequence factors, organizational innovation has significant effect
on organizational productivity, business competitiveness, and firm success. In addition,
organizational productivity has positive significance on business competitiveness and
firm success. Moreover, organizational excellence has significant effect on business
competitiveness and firm success. Business competitiveness has positive significance
on firm success and corporate sustainability. Meanwhile, firm success has significant
effect on corporate sustainability.

In the antecedent factors, vision for proactive operations has significant effect
on new ideas generation orientation, novel operational method awareness, and creative
solution usefulness competency. In addition, top management support has significant
effect on new ideas generation orientation, working practice originality implementation,
and novel operational method awareness. Meanwhile, organizational learning culture
has significant effect on novel operational method awareness, job improvement value
focus, and creative solution usefulness competency. However, continuous environmental
change is no significance to all dimensions of employee creativity management
capability.

The moderating role of technology growth does not seem to have a particular
effect on the relationships among vision for proactive operations, top management
support, organizational learning culture, and continuous environmental change and each
dimension of employee creativity management capability. In summary, the results of
testing eighteen hypotheses shown in Hypotheses 7, 8, 9, and10 are fully supported.
Similarly, Hypotheses 1, 2, 3, 4, 5, 6, 11, 12, and 13 are partially supported. However,
Hypotheses 14, 15, 16, 17, And 18 are not supported. Also, the summary of hypotheses
results are provided in Table 16.
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Hypotheses Description of Hypothesized Relationships Results

Hla New ideas generation orientation has a positive influence Supported
on organizational innovation.

H1b New ideas generation orientation has a positive influence Not
on organizational productivity. Supported

Hlc New ideas generation orientation has a positive influence Not
on organizational excellence. Supported

H1d New ideas generation orientation has a positive influence Not
on business competitiveness. Supported

Hle New ideas generation orientation has a positive influence Supported
on firm success.

H2a Working practice originality implementation has a positive | Supported
influence on organizational innovation.

H2b Working practice originality implementation has a positive | Supported
influence on organizational productivity.

H2c Working practice originality implementation has a positive | Supported
influence on organizational excellence.

H2d Working practice originality implementation has a positive | Supported
influence on business competitiveness.

H2e Working practice originality implementation has a positive Not
influence on firm success. Supported

H3a Novel operational method awareness has a positive Not
influence on organizational innovation. Supported

H3b Novel operational method awareness has a positive Not
influence on organizational productivity. Supported

H3c Novel operational method awareness has a positive Supported
influence on organizational excellence.

H3d Novel operational method awareness has a positive Not
influence on business competitiveness. Supported
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Table 16 Summary of the Results of Hypothesis Testing (continued)

Hypotheses Description of Hypothesized Relationships Results

H3e Novel operational method awareness has a positive Not
influence on firm success. Supported

H4a Job improvement value focus has a positive influence on Not
organizational innovation. Supported

H4b Job improvement value focus has a positive influence on Supported
organizational productivity.

H4c Job improvement value focus has a positive influence on Not
organizational excellence. Supported

H4d Job improvement value focus has a positive influence on Supported
business competitiveness.

H4e Job improvement value focus has a positive influence on Supported
firm success.

H5a Creative solution usefulness competency has a positive Supported
influence on organizational innovation.

H5b Creative solution usefulness competency has a positive Supported
influence on organizational productivity.

H5c Creative solution usefulness competency has a positive Supported
influence on organizational excellence.

H5d Creative solution usefulness competency has a positive Not
influence on business competitiveness. Supported

H5e Creative solution usefulness competency has a positive Supported
influence on firm success.

H6a Organizational innovation has a positive influence on Supported
organizational productivity.

H6b Organizational innovation has a positive influence on Supported
organizational excellence.

H6c Organizational innovation has a positive influence on Not
business competitiveness. Supported
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Table 16 Summary of the Results of Hypothesis Testing (continued)
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Hypotheses Description of Hypothesized Relationships Results

H6d Organizational innovation has a positive influence on firm | Supported
success.

H7a Organizational productivity has a positive influence on Supported
business competitiveness.

H7b Organizational productivity has a positive influence on Supported
firm success.

H8a Organizational excellence has a positive influence on Supported
business competitiveness.

H8b Organizational excellence has a positive influence on firm | Supported
success.

H9a Business competitiveness has a positive influence on firm | Supported
success.

H9b Business competitiveness has a positive influence on Supported
corporate sustainability.

H10 Firm success has a positive influence on corporate Supported
sustainability.

Hlla Vision for proactive operations has a positive influence on | Supported
new ideas generation orientation.

H1lb Vision for proactive operations has a positive influence on Not
working practice originality implementation. Supported

Hilc Vision for proactive operations has a positive influence on | Supported
novel operational method awareness.

H1ld Vision for proactive operations has a positive influence on Not
job improvement value focus Supported

Hlle Vision for proactive operations has a positive influence on | Supported
creative solution usefulness competency.

H12a Top management support has a positive influence on new Supported

ideas generation orientation
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Table 16 Summary of the Results of Hypothesis Testing (continued)
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Hypotheses Description of Hypothesized Relationships Results

H12b Top management support has a positive influence on Supported
working practice originality implementation.

H12c Top management support has a positive influence on novel | Supported
operational method awareness.

Hi2d Top management support has a positive influence on job Not
improvement value focus. Supported

H12e Top management support has a positive influence on Not
creative solution usefulness competency. Supported

H13a Organizational learning culture has a positive influence on Not
new ideas generation orientation. Supported

H13b Organizational learning culture has a positive influence on Not
working practice originality implementation. Supported

H13c Organizational learning culture has a positive influence on | Supported
novel operational method awareness.

H13d Organizational learning culture has a positive influence on | Supported
job improvement value focus

H13e Organizational learning culture has a positive influence on | Supported
creative solution usefulness competency.

H1l4a Continuous environmental change has a positive influence Not
on new ideas generation orientation. Supported

H14b Continuous environmental change has a positive influence Not
on working practice originality implementation. Supported

Hl4c Continuous environmental change has a positive influence Not
on novel operational method awareness. Supported

H14d Continuous environmental change has a positive influence Not
job improvement value focus Supported

Hl4e Continuous environmental change has a positive influence Not
on creative solution usefulness competency. Supported

> Mahasarakham University



144

Table 16 Summary of the Results of Hypothesis Testing (continued)

Hypotheses Description of Hypothesized Relationships Results

H15a The relationships between vision for proactive operations Not
and new ideas generation orientation will be positively Supported
moderated by technology growth.

H15b The relationships between vision for proactive operations Not
and working practice originality implementation will be Supported
positively moderated by technology growth.

H15c The relationships between vision for proactive operations Not
and novel operational method awareness will be positively | Supported
moderated by technology growth.

H15d The relationships between vision for proactive operations Not
and job improvement value focus will be positively Supported
moderated by technology growth.

H15e The relationships between vision for proactive operations Not
and creative solution usefulness competency will be Supported
positively moderated by technology growth.

H16a The relationships between top management support and Not
new ideas generation orientation will be positively Supported
moderated by technology growth.

H16b The relationships between top management support and Not
working practice originality implementation will be Supported
positively moderated by technology growth.

H16¢ The relationships between top management support and Not
novel operational method awareness will be positively Supported
moderated by technology growth.

H16d The relationships between top management support and job Not
improvement value focus will be positively moderated by | Supported

technology growth.
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Table 16 Summary of the Results of Hypothesis Testing (continued)
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Hypotheses Description of Hypothesized Relationships Results

H16e The relationships between top management support and Not
creative solution usefulness competency will be positively | Supported
moderated by technology growth.

H1l7a The relationships between organizational learning culture Not
and new ideas generation orientation will be positively Supported
moderated by technology growth.

H17b The relationships between organizational learning culture Not
and working practice originality implementation will be Supported
positively moderated by technology growth.

H17c The relationships between organizational learning culture Not
and novel operational method awareness will be positively | Supported
moderated by technology growth.

H17d The relationships between organizational learning culture Not
and job improvement value focus will be positively Supported
moderated by technology growth.

H17e The relationships between organizational learning culture Not
and creative solution usefulness competency will be Supported
positively moderated by technology growth.

H18a The relationships between continuous environmental Not
change and new ideas generation orientation will be Supported
positively moderated by technology growth.

H18b The relationships between continuous environmental Not
change and working practice originality implementation Supported
will be positively moderated by technology growth.

H18c The relationships between continuous environmental Not
change and novel operational method awareness will be Supported

positively moderated by technology growth.
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Table 16 Summary of the Results of Hypothesis Testing (continued)
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Hypotheses Description of Hypothesized Relationships Results
H18d The relationships between continuous environmental Not
change and job improvement value focus will be positively | Supported
moderated by technology growth.
H18e The relationships between continuous environmental Not
change and creative solution usefulness competency will Supported

be positively moderated by technology growth.
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CHAPTER V

CONCLUSION

The previous chapter reveals the results and discussion that involve respondent
characteristics and descriptive statistics, correlation analysis, and hypotheses testing and
results. Therefore, this chapter details the overview of all findings, and consists of the
summary of the findings and hypothesis testing, theoretical and managerial contributions;

and then concludes with a discussion of the research and directions for future research.

Summary of Results

This research investigates the relationships among employee creativity
management capability, organizational innovation, organizational productivity,
organizational excellence, business competitiveness, firm success, and corporate
sustainability of furniture exporting businesses in Thailand. The newly proposed
dimensions of employee creativity management capability are comprised of new ideas
generation orientation, working practice originality implementation, novel operational
method awareness, job improvement value focus, and creative solution usefulness
competency. Moreover, this research also investigated the relationships among each
dimension of employee creativity management capability, organizational innovation,
organizational productivity, organizational excellence, business competitiveness, and
firm success. In addition, this research investigates the relationships among business
competitiveness, firm success, and corporate sustainability. Furthermore, vision for
proactive operations, top management support, organizational learning culture, and
continuous environmental change are assigned as the antecedents of employee creativity
management capability. Moreover, technology growth is designed to moderate the
relationships among the four antecedents and each of five dimensions of employee
creativity management capability.

The key research question of this research is, “How does employee creativity
management capability relate to corporate sustainability?”” In detail, there are eight

specific research questions as follows: 1) How does of each of five dimensions of
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employee creativity management capability (new ideas generation orientation, working
practice originality implementation, novel operational method awareness, job
improvement value focus, and creative solution usefulness competency) have an effect
on organizational innovation, organizational productivity, organizational excellence,
business competitiveness, and firm success? 2) How does organizational innovation
influence organizational productivity, organizational excellence, business competitiveness,
and firm success? 3) How does organizational productivity influence business
competitiveness, and firm success? 4) How does organizational excellence influence
business competitiveness, and firm success? 5) How does business competitiveness
influence firm success, and corporate sustainability? 6) How does firm success
influence corporate sustainability? 7) How do vision for proactive operations, top
management support, organizational learning culture, and continuous environmental
change influence each of the five dimensions of employee creativity management
capability? and, 8) How does technology growth moderate the influence of vision for
proactive operations, top management support, organizational learning culture, and
continuous environment change which influence each of five dimensions of employee
creativity management capability?

In this research, two theories were integrated in explaining the relationship
and phenomena that are found in the research; namely the resource-advantage theory
and contingency theory. For the empirical study, the furniture exporting businesses in
Thailand are selected as the population and sample because of a highly competitive
business environment and the context of support for creativity. The population sample
of this research is provided by the Department of International Trade Promotion
Ministry of Commerce in Thailand, accessed in March 2016. For the data collection,
the self-administrated questionnaire was employed to gather the data. Thus, 740
questionnaires were sent to managing directors and managing partners of exporting
furniture firms in Thailand, who are the key informants. The conceptual model was
tested by using the mail survey result of 144 returned and 139 usable mailings; 20.68 %
response rate. Moreover, the research instrument was developed from a review of
the related literature. To evaluate, a measurement scale in research methodology is
considered suitable for further analysis and is considered acceptable for validity and
reliability. In hypothesis testing, a multiple regression analysis in this research was

applied to conduct the hypothesis test following the conceptual model.
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According to the first specific research question, the findings indicate that
new ideas generation orientation, working practice originality implementation, and
job improvement value focus, which have a partial, direct effect on organizational
innovation, organizational productivity, organizational excellence, business
competitiveness, and firm success. Furthermore, novel operational method awareness
has a positive relationship with only organizational excellence. Interestingly, creative
solution usefulness competency has positive relationships with all of its consequences,
but business competitiveness does not. Therefore, the relationships among each
dimension of employee creativity management capability and its consequences,
based on hypotheses 1, 2, 3, 4 and 5, are partially supported.

For the second specific research question, the findings also indicate that
organizational innovation has a significant, positive effect on organizational productivity,
business competitiveness, and firm success. Thus, hypothesis 6 is partially supported.
With regard to the third specific research question, the results demonstrate that
organizational productivity has a significant, positive effect on business competitiveness
and firm success, based on hypotheses 7 that are fully supported. For the fourth specific
research question, organizational excellence has a significant, positive effect on
business competitiveness and firm success, based on hypotheses 8 that is fully
supported. According to the fifth specific research question, business competitiveness
has a significant, positive effect on firm success and corporate sustainability, based on
hypotheses 9 that are fully supported. The sixth specific research question, firm success
has a significant, positive effect on corporate sustainability, based on hypotheses 10 is
fully supported.

For the seventh specific research question, vision for proactive operations has a
significant, positive effect on new ideas generation orientation, novel operational
method awareness, and creative solution usefulness competency. Top management
support has a significant, positive effect on new ideas generation orientation, working
practice originality implementation, and novel operational method awareness.
Organizational learning culture has a significant, positive effect on novel operational
method awareness, job improvement value focus, and creative solution usefulness
competency. However, continuous environmental change is not significant to all
dimensions of employee creativity management capability. Therefore, hypotheses 11,

12 and 13 are partially supported; whereas, hypotheses 14 is not supported.
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Finally, for the moderating role of technology growth found in the eighth
specific research question, the findings indicate that technology growth does not play a
significant moderating role in the relationships among vision for proactive operations,
top management support, organizational learning culture, and continuous environmental
change, and each dimension of employee creativity management capability. Therefore,
hypotheses 15 to 18 are not supported.

In summary, it is clear that employee creativity management capability
is particularly important to gain and maintain business competitiveness, firm success
and corporate sustainability. In particular, new ideas generation orientation, working
practice originality implementation, job improvement value focus, and creative solution
usefulness competency seem to be the foremost ingredients of employee creativity
management capability that lead to increased organizational innovation, organizational
productivity, organizational excellence, business competitiveness, firm success, and
achieving corporate sustainability. Accordingly, the summary of all research questions

and results is included in Table 17 and Figure 11 below.
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Table 17 Summary of the Results and Conclusions of All Hypotheses Testing

Research Questions Hypotheses Results Conclusion
Specific Research
Questions:
(1) How does of each of Hypotheses | ® New ideas generation Partially
five dimensions of la-e orientation, working supported
employee creativity 2a-e practice originality
management capability 3a-e implementation, and job
have an effect on 4a-e improvement value focus,
organizational innovation, and 5a-e | Which have a partial direct

organizational productivity,
organizational excellence,
business competitiveness,

and firm success?

effect on organizational
innovation, organizational
productivity, organizational
excellence, business
competitiveness, and firm
success.

o Novel operational
method awareness has a
positive relationship with
only organizational
excellence.

o Creative solution
usefulness competency has
positive relationships with
all of its consequences, but
business competitiveness

does not.
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Table 17 Summary of the Results and Conclusions of All Hypotheses Testing

(continued)

Research Questions Hypotheses Results Conclusion
(2) How does Hypotheses | ¢ Organizational innovation Partially
organizational innovation 6a-d has a significant, positive supported
influence organizational effect on organizational
productivity, productivity, business
organizational excellence, competitiveness, firm success
business competitiveness,
and firm success?
(3) How does Hypotheses | e Organizational Fully
organizational 7a-b productivity has a significant, | Supported
productivity influence positive effect on business
business competitiveness, competitiveness and firm
and firm success? success.
(4) How does Hypotheses | e Organizational excellence Fully
organizational excellence 8a-b has a significant, positive Supported
influence business effect on business
competitiveness, firm competitiveness and firm
success? success.
(5) How does business Hypotheses | e Business competitiveness Fully
competitiveness influence 9a-b has a significant, positive Supported
firm success, corporate effect on firm success and
sustainability? corporate sustainability.
(6) How does firm success | Hypotheses | ¢ Firm success has a Fully
influence corporate 10 significant, positive effecton | Supported
sustainability? corporate sustainability
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Table 17 Summary of the Results and Conclusions of All Hypotheses Testing

(continued)

Research Questions Hypotheses Results Conclusion
(7) How do vision for Hypotheses | « Vision for proactive Partially
proactive operations, top 1la-e operations has a significant, Supported
management support, 12a-e positive effect on new ideas
organizational learning ia-e generation orientation, novel

a-e

culture, and continuous
environmental change
influence each of the five
dimensions of employee
creativity management
capability?

operational method
awareness, and creative
solution usefulness
competency.

e Top management support
has a significant, positive
effect on new ideas
generation orientation,
working practice originality
implementation, and novel
operational method
awareness.

e Organizational learning
culture has a significant,
positive effect on novel
operational method
awareness, job improvement
value focus, and creative
solution usefulness

competency.
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Table 17 Summary of the Results and Conclusions of All Hypotheses Testing

(continued)

Research Questions Hypotheses Results Conclusion
(7) How do vision for Hypotheses | ¢ Continuous environmental Partially
proactive operations, top 1la-e change is not significant to all | Supported
management support, 12a-e dimensions of employee
organizational learning 13a-¢ creativity management
culture, and continuous La-e capability.
environmental change
influence each of the five
dimensions of employee
creativity management
capability?
(8) How does technology | Hypotheses | ¢ Technology growth does Not
growth moderate the 15a-e not moderates the positive Supported
influence of vision for 16a-e relationships among vision
proactive operations, top 1ra-e for proactive operations, top
management support, 18a-e management support,
organizational learning organizational learning
culture, and continuous culture, and continuous
environment change environmental change and
which influence each of each dimension of employee
five dimensions of creativity management
employee creativity capability.
management capability?
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Figure 11 Summary of Hypothesis Testing Results
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Theoretical and Managerial Contributions

Theoretical Contribution

The purpose of this research aims to investigate the relationships among
employee creativity management capability, organizational innovation, organizational
productivity, organizational excellence, business competitiveness, firm success, and
corporate sustainability combined with the antecedent variables and the moderating
effects as illustrated in Figure 1. Interestingly, the foremost theoretical contributions
linked to a comprehensive conceptualization view of employee creativity management
capability as a multidimensional construct, are ones that led to the development of new
constructs and dimensions, differentiating from previous literature on employee
creativity and an organization management capabilities. The understanding of the
conceptual framework is linked together by two theories, the resource-advantage theories
and contingency theories. The convergence between the two main theories that explain
how a firm is to succeed in achieving its goals can bring crucial benefit to a firm by
building and maintaining business competitiveness, firm success and corporate
sustainability in the changing business environment. It clarifies features of employee
creativity management capability for future investigation. As a result, this research
suggests three of the foremost theoretical contributions to the employee creativity
management capability literature as follows:

Firstly, employee creativity management capability is the combination
of congruence between employee creativity and an organization's management
capabilities. Based on resource-advantage theory, an organization's management
capabilities to stimulate employee creativity are one of the crucial focuses for firm
success and business competitiveness that will become increasingly important to
corporate sustainability in a rapidly changing competitive environment. A major
theoretical contribution provides an understanding of the identification of five
dimensions of employee creativity management capability for an empirical
examination. The resource-advantage theory demonstrates the firm’s ability to
achieve competitive advantage by creating organizational innovation, excellence, and
productivity to address dynamic and uncertain business environment. The concept of

the resource-advantage theory explains how firms can achieve competitive advantage
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through optimizing internal and external resources and capabilities that can use to create
new potential resources and developed into a sustainable competitive advantage in
changing business environment. Therefore, the results confirm that the concept of the
resource-advantage theory suitably explains that employee creativity management
capability is a firm’s ability to generate and integrate resources in order to respond to a
rapidly changing environment that can build business competitiveness and firm success
for achieving corporate sustainability in future. Furthermore, the contingency theory
represents the firm’s ability is regarded as prerequisites for success in business to
remain flexible and change to suit an organization’s structure to adapt quickly in
response to dynamic and uncertain competitive environment. Thus, firm's ability is a
core requirement for the appropriate adoptions to cope with a complex business
environment context depends on optimal resource allocation. The right strategies as the
important driving force of successful business are using it for suitably planning under
the pressure from the factors of both internal and external environment. Therefore, the
contingency theory will encourage employee creativity management capability in terms
of the firm’s ability to manage both opportunities and threats that can enable firms to
cope with the complexity of the internal and external environment to gain a competitive
advantage over its rivals. The finding of this research also affirms that flexibility on
ways to comply will be able to adapt successfully to changes in the business
environment and competition.

Secondly, this research is particularly important for understanding because it
can extend the concepts supporting employee creativity management capability by
proposing new dimensions of employee creativity management capability comprising
new ideas generation orientation, working practice originality implementation, novel
operational method awareness, job improvement value focus, and creative solution
usefulness competency. Especially, it is highlighted in the essential features of new
ideas generation orientation, working practice originality implementation, job
improvement value focus, and creative solution usefulness competency that are
the prime factors to produce organizational innovation, organizational productivity,
organizational excellence, business competitiveness, firm success, and, more
importantly, it is also a significant tool in achieving corporate sustainability. Moreover,

it understands crucial factors of employee creativity management capability; namely,
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vision for proactive operations, top management support, and organizational learning
culture.

Lastly, this research proposes a new categorization of consequences,
antecedents, and moderator of employee creativity management capability. The
consequences of employee creativity management capability, in this research, are
composed of organizational innovation, organizational productivity, organizational
excellence, business competitiveness, firm success, and corporate sustainability. These
are the outcomes that originate from employee creativity management capability, which
is dedicated to enhancing an organization's management capability to stimulate employee
creativity. The antecedents of employee creativity management capability in this
research, including vision for proactive operations, top management support,
organizational learning culture, and continuous environmental change, which are
composed of both internal and external factors, are the foremost challenge that
organizations face in the changing business environment. Moreover, the one of
moderator of employee creativity management capability is technology growth.
Moreover, the development and testing of a conceptual model of the relationships
among employee creativity management capability, the consequents, the antecedents,
and the role of moderators have been empirically examined. The testing of a conceptual
model is empirically tested with data collected from furniture exporting businesses in
Thailand, while a considerable amount of the past research has focused on the

conceptual relationships.

Managerial Contribution

The emphasis in this research is on the managerial implications and, in
particular, applications for practitioners (including managing directors and managing
partners, top management, and executives) who are responding to strong competitive
pressure in business. Especially, the intensity of competitive rivalry is strong in the
furniture exporting business and can reduce a firm’s profit potential. Therefore, a firms
launch change initiatives on improvement and development of its capability can achieve
greater business competitiveness and corporate sustainability.

Firstly, this research brings crucial benefits to top management and executives

to identify the foremost components of employee creativity management capability that
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may be more realized and have more engines, which can enable a firm to achieve

and retain performance superiority over its competitors. The finding in this research
demonstrates the foremost components of employee creativity management capability
that are the significant drivers of a firm's ability, which have led to an increase in
organizational innovation, organizational productivity, organizational excellence,
business competitiveness, firm success, and corporate sustainability. Nevertheless, top
management and executives must respond and adapt to uncontrollable factors which are
the external environment affecting organization performance, such as continuous
environmental change and technology growth.

Secondly, an increase in productivity demands is important for exporting
furniture business to be aware of development and improvement involved with an
organizational capabilities perspective. Particularly, organizational learning culture is
regarded as the prerequisite for employee creativity management capability due to the
concepts of organizational learning that are creating, retaining, and transferring
knowledge. This starts with an individual's commitment to learn that brings a crucial
benefit to establishing an organization that improves continuously. Therefore, employee
creativity management capability becomes the important issue for top management and
executives which continuously enhance organizational effectiveness.

Finally, top management and executives are facing various challenges and
change with more intense competition in business. Employee creativity management
capability has become a crucial concept for the firm to develop the capability of the
mechanisms of competitive superiority. Top management and executives should think
about how to enhance employee creativity management capability in features that bring
benefit to an organization by responding to consumer demand, and supporting and
promoting the capabilities of the individual worker in the organization. This ultimately
leads to achieving the goals of organization and the sustainability of competitive

advantage.
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Limitations and Future Research Directions

In this research, some limitations and the suggestions for future research are
provided as follows:

Firstly, the furniture exporting business in Thailand is the single population in
this research. Limitations of a single sample may have impacted the generalizability of
the findings. Therefore, future research may employ the nature of the differences of
populations that can compare the attitudes of populations in types and characteristics
also can be used to increase credibility, and confirm the generalizability in the research,
which would be deemed more credible. Future research can use different groups of
samples and can compare different population groups from other businesses in order to
verify and expand the potential utility of the results in this research.

Secondly, the measurements of this research are measured by the development
of an operational definition from previous relevant research, such as the new dimensions
of employee creativity management capability that can be also re-proposed to fit the
variety of each industry under conditions of uncertainty and the business environment.
Because of each dimension of employee creativity management capability, one must
apply to a wide variety of industries. Firms might want to consider where the dimension
of employee creativity management capability fits into a firm’s operations. Therefore, to
examine the same phenomenon, one may be employed to examine it by using several
different quantitative methods and techniques, such as in-depth interviews and focus
groups, in order to confirm the variable measurements and verify the conceptual
framework of employee creativity management capability.  Lastly, the moderating
role of technology growth is not supported. As a result, future research may further seek
other moderating variables to enhance the relationship among variables in this conceptual
framework. The results of this research indicate that technology growth does not play a
moderating role in the relationship between antecedents and each dimension of employee
creativity management capability. Enhancing the relationship among variables of the
conceptual framework in this research not only depends on technology growth.
However, the explanation and understanding of the moderating role of technology
growth are still limited, particularly in regard to developing a mechanism for greater

employee creativity management capability and antecedents.
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Table A1 Demographic Characteristics of Respondents

202

Description Categories Frequency | Percentage

Gender Male 82 59.0
Female 57 41.0

Total 139 100.00
Age Less than30 years old 14 10.1
30 — 40 years old 35 25.2
41 — 50 years old 56 40.3
More than50 years old 34 24.5

Total 139 100.00
Marital Status Single 23 16.5
Married 116 83.5
Divorced/Separated 0 0.0

Total 139 100.00
Level of Education | Bachelor’s degree or lower 89 64.0
Higher than Bachelor’s degree 50 36.0

Total 139 100.00
Work Experience | Less than 10 years 20 14.4
10 — 15 years 37 26.6
16 — 20 years 33 23.7
More than 20 years 49 35.3

Total 139 100.00
Average Monthly | Less than50,000 Baht 27 194
Income 50,000 — 70,000 Baht 49 35.3
70,001 — 90,000 Baht 15 10.8
More than 90,000 Baht 48 345

Total 139 100.00
Current Position Managing director 41 29.5
Managing partner 23 16.5
Other 75 54.0

Total 139 100.00
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Table A2 Characteristics of Furniture Exporting Businesses

Description Categories Frequency | Percentage
Business owner | Limited Companies 135 97.1
type Partnership 4 2.9

Total 139 100.00
Location of Northern region 3 2.2
business Northeastern region 6 4.3
Western region 1 0.7
Central region 98 70.5
Eastern region 14 10.1
South region 17 12.2

Total 139 100.00
Operating Less than 10,000,000 Baht 49 35.3
capital 10,000,000 - 30,000,000 Baht 39 28.1
30,000,001 - 50,000,000 Baht 24 17.3
More than 50,000,000 Baht 27 19.4

Total 139 100.00
Period of time in | Less than 5 years 3 2.2
business 510 years 11 7.9
operation 11— 15 years 20 14.4
More than 15 years 105 75.5

Total 139 100.00
Number of full Less than 50 employees 46 33.1
time employees | 51 — 100 employees 15 10.8
101 — 150 employees 18 12.9
More than 150 employees 60 43.2

Total 139 100.00
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Table A2 Characteristics of Furniture Exporting Businesses (continued)

Description Categories Frequency | Percentage
Average annual Less than 25,000,000 Baht 44 31.7
revenues 25,000,000-75,000,000 Baht 20 14.4

75,000,001-125,000,000 Baht 23 16.5
More than 125,000,000 Baht 52 37.4

Total 139 100.00
Experience in Less than 5 years 19 13.7
exporting 5 - 10 years 40 28.8
11 - 15 years 20 14.4
More than 15 years 60 43.2

Total 139 100.00
Major markets Asia 105 75.5
abroad Europe 10 7.2
America 1 0.7
Others 23 16.5

Total 139 100.00
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Table B1 Test of Non-Response Bias

206

Comparison N | Mean | S.D. t Sig.
Business Owner Type:
-First Group 69 | 1.04 205 |1.022 .309
-Second Group 70 | 1.01 120
Period of Time in Business Operation:
-First Group 69 | 3.58 651 |-.863 .390
-Second Group 70 | 3.69 790
Average Annual Revenues:
-First Group 69 | 243 [1.289 |-1.493| .138
-Second Group 70 | 276 |1.256
Experience in exporting:
-First Group 69 | 283 1[1.150 |-.462 .645
-Second Group 70 291 [1.100
Major markets abroad:
-First Group 69 | 1.67 |1.184 | .875 .383
-Second Group 70 | 1.50 |1.060
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Table C1 Item Factor Loading and Reliability Analyses

208

Constructs ltems Factor Reliability
Loading (Alpha)

Corporate Sustainability (CSU) Csu1l 725 164
CSuU 2 .736
CSu 3 .783
CSu 14 .818

New ldeas Generation Orientation (NIG) NIG 1 784 .750
NIG 2 770
NIG 3 693
NIG 4 .788

Working Practice Originality Implementation WPO 1 167 .748
(WPO) WPO 2 673
WPO 3 .796
WPO 4 .783

Novel Operational Method Awareness (NOM) NOM 1 125 .748
NOM 2 743
NOM 3 743
NOM 4 .806

Job Improvement Value Focus (JIV) JIV1 .675 .728
JIV 2 147
JIV 3 .789
JIV4 .758

Creative Solution Usefulness Competency (CSC)| CSC 1 .706 132
CSC 2 .708
CSC3 172
CSC4 793
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Table C1 Item Factor Loading and Reliability Analyses (continued)

Constructs ltems Factor Reliability
Loading (Alpha)
Organizational Innovation (ORI) ORI1 .699 726
ORI 2 787
ORI 3 722
ORI 4 .758
Organizational Productivity (ORP) ORP 1 723 743
ORP 2 .660
ORP 3 .807
ORP 4 .813
Organizational Excellence (ORE) ORE 1 743 .760
ORE 2 749
ORE 3 .756
ORE 4 .806
Business Competitiveness (BUC) BUC 1 752 167
BUC 2 712
BUC 3 814
BUC4 .790
Firm Success (FSU) FSU 1 .687 134
FSU 2 722
FSU 3 75
FSU 4 795
Vision for Proactive Operations (VPO) VPO 1 .640 716
VPO 2 732
VPO 3 .809
VPO 4 754
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Table C1 Item Factor Loading and Reliabil (continued)
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Constructs ltems Factor Reliability
Loading (Alpha)

Top Management Support (TMS) TMS 1 729 122
TMS 2 714
TMS 3 75
TMS 4 134

Organizational Learning Culture (OLC) OLC1 .684 711
OLC?2 726
OLC3 .785
oLC4 134

Continuous Environmental Change (CEC) CEC1 .738 711
CEC2 .710
CEC3 722
CEC14 157

Technology Growth (TEG) TEG 1 .730 .706
TEG 2 637
TEG 3 146
TEG 4 .800
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Table D1 Durbin and Watson Statistic

212

Std.
) Durbin -
Equation R R Square Adjusted R =rror Watson
Square of the

Estimate value
1 0.598 0.358 0.324 .82226 2.087
2 0.638 0.407 0.375 .719064 2.031
3 0.565 0.319 0.283 .84689 1.928
4 0.552 0.305 0.267 .85594 1.824
5 0.513 0.263 0.224 .88099 2.089
6 0.573 0.328 0.313 .82865 1.914
7 0.472 0.222 0.205 .89153 2.035
8 0.545 0.297 0.271 .85384 2.060
9 0.467 0.218 0.189 .90052 2.183
10 0.573 0.328 0.313 .82859 2.147
11 0.673 0.452 0.436 .75090 2.240
12 0.398 0.158 0.158 .93801 2.123
13 0.434 0.188 0.118 .93909 2.140
14 0.533 0.284 0.252 .86500 1.647
15 0.554 0.307 0.247 .86790 1.622
16 0.476 0.227 0.191 .89924 1.866
17 0.556 0.309 0.309 .86648 1.841
18 0.451 0.203 0.167 91257 1.682
19 0.509 0.259 0.195 .89728 1.632
20 0.460 0.212 0.176 90782 2.214
21 0.531 0.282 0.220 .88327 2.252
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Table D2 Multicollinearity

Maximum Variance Inflation

Equation Dependent Variable
Factors (VIF)
1 ORI 1.612
2 ORP 1.612
3 ORE 1.612
4 BUC 1.612
5 FSU 1.612
6 ORP 1.136
7 ORE 1.136
8 BUC 1.693
9 FSU 1.693
10 FSU 1.098
11 CSU 1.499
12 NIG 2.064
13 NIG 2.267
14 WPO 2.064
15 WPO 2.267
16 NOM 2.064
17 NOM 2.267
18 JIV 2.064
19 JIV 2.267
20 CsuU 2.064
21 CSU 2.267
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Normality and Heteroscedasticity

Normal P-P Plot of Regression Standardized Residual
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Equation 1: ORI = oy + BiNIG + B;WPO + BsNOM + BJIV + BsCSC +

BGFAG + B7FS| +&

Normal P-P Plot of Regression Standardized Residual
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Regression Standardized Predicted Value

Equation 2:ORP=q@2 + B3N|G + BgWPO + BloNOM + BV + BlzCSC +
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Normal P-P Plot of Regression Standardized Residual
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Regression Standardized Predicted Value

Equation 3: ORE = a3 + B15N|G + BlGWPO + [317NOM + Bng|V + BlgCSC +
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Normal P-P Plot of Regression Standardized Residual
Dependent Variable: F_BUC
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Normal P-P Plot of Regression Standardized Residual
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Scatterplot
Dependent Variable: F_FSU

Equation 5: FSU = a5 + B2gNIG + B3oWPO + B3:NOM + B3IV + B33CSC+
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Equation 6: ORP=o05 + B3GORI + B37FAG + ngFS| + &
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Normal P-P Plot of Regression Standardized Residual Scatterplot
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Equation 8: BUC = ag + B420RI + B430RP + B44ORE + B4sFAG + BysFSI + €5

Normal P-P Plot of Regression Standardized Residual Scatterplot
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Equation 9: FSU = a + B47OR| + B480RP + B490RE + B50FAG + B51FS| + &9
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Normal P-P Plot of Regression Standardized Residual
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Regression Standardized Predicted Value

Equation 10: FSU = a9 + B52BUC + BssFAG + Bs4FSI + €19

Normal P-P Plot of Regression Standardized Residual
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Normal P-P Plot of Regression Standardized Residual
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Regression Standardized Predicted Value

Equation 12: NIG = a; + BsgVPO + BeoTMS + Bs:OLC + Bs.CEC + BesFAG

+ BeaFSI + €12
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Normal P-P Plot of Regression Standardized Residual
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Equation 13: NIG = a3 + BssVPO + BGGTMS + BG7OLC + BegCEC + BGQTEG
+ Bro(VPO* TEG) + Br1(TMS* TEG) + P72(OLC* TEG)
+ B73(CEC* TEG) + B74FAG + B75FS| + €13

Normal P-P Plot of Regression Standardized Residual
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Regression Standardized Predicted Value

Equation 14: WPO = o4 + B76VPO + B77TMS + B780LC + B79CEC + BgoFAG

+ Be1FSI + €14

Normal P-P Plot of Regression Standardized Residual
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Equation 15: WPO = a5 + ngVPO + ngTMS + B84OLC + Bg5CEC + BgeTEG
+ Bgr(VPO* TEG) + Bgg(TMS* TEG) + Bao(OLC* TEG)
+ Boo(CEC* TEG) + BuiFAG + BoFSI + 15
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Normal P-P Plot of Regression Standardized Residual
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Normal P-P Plot of Regression Standardized Residual
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Scatterplot
Dependent Variable: F_NOM
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Regression Standardized Predicted Value

Equation 17: NOM = 017+ BegVPO + P10 TMS + B101OLC + B102CEC + B1os TEG
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Regression Standardized Predicted Value

Equation 18: JIV=o0yg+ BlloVPO + BlllTMS + BmOLC + B113CEC + BlMFAG

+ B11sFSI + €18
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Normal P-P Plot of Regression Standardized Residual
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Equation 19: JIV= oy9 + [3116VPO + B117TMS + [31180LC + B]_]_QCEC + BlZOTEG

+ B121(VPO* TEG) + B122(TMS* TEG) + B123(OLC* TEG)
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Normal P-P Plot of Regression Standardized Residual
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Regression Standardized Predicted Value

Scatterplot
Dependent Variable: F_CSC

Equation 20: CSU = oy + B127VPO + B123TMS + [31290LC + BlgoCEC + [3131FAG

Regression Standardized Predicted Value

Equation 21: CSU= oy + B133VPO + B134TMS + [3135OLC + Blge(:EC + Blg7TEG

+ Brsg(VPO* TEG) + Brso(TMS* TEG) + B1o(OLC* TEG)
+ B141(CEC* TEG) + B141FAG + B143FS| + €21
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Questionnaire to the Ph. D. Dissertation Research

“Employee Creativity Management Capability and Corporate Sustainability:
empirical Evidence from furniture Exporting businesses in Thailand”

Dear Sir,

This research is a part of a doctoral dissertation of Miss Pattarika Chinchang at
the Mahasarakham Business School, Mahasarakham University, Thailand. The
objective of this research is to examine the operation of furniture exporting businesses
in Thailand. The questionnaire is divided into 7 parts

Part 1: Personal information about managing director or managing partner
of furniture exporting businesses in Thailand,

Part 2: General information about furniture exporting businesses in
Thailand ,

Part 3: Opinion on strategic learning management orientation of furniture
exporting businesses in Thailand,

Part 4: Opinion on business outcomes of furniture exporting businesses in
Thailand,

Part 5: Opinion on internal environmental operation of furniture exporting
businesses in Thailand,

Part 6: Opinion on external environmental operation of furniture exporting
businesses in Thailand, and

Part 7: Recommendations and suggestions in the operation of furniture
exporting businesses in Thailand.

Your answer will be kept as confidentiality and your information will not be
shared with any outsider party without your permission.

If you want a summary of this research, please indicate your E-mail address or
attach your business card with this questionnaire. The summary will be mailed to you as
soon as the analysis is completed.

Thank you for your time answering all the questions. | have no doubt that your
answer will provide valuable information for academic advancement. If you have any
questions with respect to this research, please contact me directly.

Sincerely yours,

(Pattarika Chinchang)
Ph. D. Student
Mahasarakham Business School
Mahasarakham University, Thailand

Contact Info:

Office No: 043 — 754333 ext. 3431
Fax No: 043 — 754422

Cell phone: 086 — 464 — 0337
E-mail: pattarika.ch@gmail.com
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Part 1 Personal information about accounting manager/director of furniture
exporting businesses in Thailand

1. Gender
Q Male U Female
2. Age
O Less than 30 years old O 30-40 years old
Q 41-50 years old O More than 50 years old

3. Marital status

Q Single O Married
Q Divorced

4. Educational level

O Undergraduate or lower degree or lower
Q Higher than undergraduate

5. Working experience

O Less than 10 years O 10- 15 years
O 16 — 20 years O More than 20 years
6. Monthly salary
O Less than 50,000 Baht 4 50,000 — 70,000 Baht
O 70,001-90,000 Baht O More than 90,000 Baht
7. Working position
O Managing director O Managing partner

Q Other (Please SpecCify).............ccooeiviil.
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Part 2 General information of furniture exporting businesses in Thailand

1. Business owner type

Q Company limited O Partnership

2. Location of business

O Northern O Central
O Eastern O Southern
O Northeastern O Bangkok

3. Operating capital
O Less than 50,000,000 Baht O 50,000,000 - 100,000,000 Baht
O 100,000,001 - 150,000,000 Baht U More than 150,000,000 Baht

4. Number of full time employees

O Less than 50 persons U 50 - 100 persons

O 101 - 150 persons U More than 150 persons
5. Period of time in business operation

O Less than 5 years O 5-10years

O 11 - 15 years O More than 15 years

6. Average annual revenues
O Less than 25,000,000 Baht O 25,000,001 — 75,000,000 Baht
O 75,000,001 — 125,000,000 Baht U More than 125,000,000 Baht

7. Experience in exporting
U Fewer than 5 years U 5-10 years

U11-15 years U More than 15 years

8. Major markets abroad

U Asia U Europe
O America U Others ..............
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Section 3 Opinion on employee creativity management capability
of furniture exporting businesses in Thailand

239

Employee Creativity Management
Capability

Levels of Agreement

Strongly
Agree
5

Agree

4

Neutral

3

Disagree

2

Strongly
Disagree
1

New ldeas Generation Orientation
1. Firm believes that the personnel who
has new ideas to perform a work can help firm
operate more efficiently.

2. Firm that encourage their employee to take
initiative at work can make the administration
of the firm even more successful.

3. Firm pushed the idea of freedom and
diversity of thought expression was presented
by employee that can help the development of
the organization's success even more.

4. Firm focus on the preparation of the
creative development system for employee
which is a concrete that will result in an
increased ability to compete successfully.

Working Practice Originality
Implementation
5. Firm believes that employee has the new
method to perform at work that can make the
successful administration.

6. Firm focus on the ways to create and invent
a new style practices, which can make the
administration achieve more efficient and
effective.

7. Firm encourages employee to develop and
seeks a novel practice, which can help the
modern administration and can respond to
change.

8. Firm encourage employees to design new
work practices to enhance the potentiality of
administration for achieving goals.
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Section 3 Opinion on employee creativity management capability

of furniture exporting businesses in Thailand (continued)

240

Employee Creativity Management
Capability

Levels of Agreement

Strongly
Agree
5

Agree

4

Neutral

3

Disagree

2

Strongly
Disagree
1

Novel Operational Method Awareness

9. Firm believes that employees which are
realizing the value of the novel management
process that can make the potential of the
administration even more.

10. Firm believes that employees which are
realizing the value of the novel management
process that can make the potential of the
administration even more.

11. Firm promote employees that have the
usage of technology in operations
management, can apply to the administration
of firm to respond to the changes as well.

12.Firm support employees to improve
techniques and methods of management for
increased operational efficiency.

13. Firm focus on investments to improve a
novel manufacturing process and a novel
operational processes to achieve efficiency and
effectiveness in the administration.

Job Improvement Value Focus
14.Firm believes that the personnel has
improved the quality of performance can help
an organization more successful.

15.Firm encourage employees to analyze the
working environment and various constraints
arise, which are used to plan a working more
efficiently.

16.Firm focused on opening opportunities for
employee to plan and make decisions in
independence operations, can respond to the
needs of customer in a timely and effective
manner.

17.Firm focus on changing that requires
novelty and challenges in the performance of
employees to achieve the goals and to make the
operation more efficient.
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Section 3 Opinion on employee creativity management capability
of furniture exporting businesses in Thailand (Continued)

Emol Creativity M ¢ Levels of Agreement
mployee trea IVI.Y anagemen Strongly | Agree | Neutral | Disagree | Strongly

Capability Agree Disagree
5 4 3 2 1

Creative Solution Usefulness Competency
18.The firm believes that the employee has the
potential to solve the problems with reasoning
will help make operations more efficient.
19.Firm encourage employees to seek new
information in operation, which will help the
administration to achieve the better results.
20.Firm encourage employees to analyze a
variety of operation method that can help to
achieve the set objectives.

20. Firm encouraged employees to apply the
advanced technology in a systematic problem
solving and is the concrete which can help
develop operational effectiveness.

Section 4 Opinion on business outcomes of furniture exporting businesses
in Thailand

Levels of Agreement

Strongly | Agree | Neutral | Disagree |Strongly
Agree Disagree
5 4 3 2 1

Business Outcomes

Organizational Innovation
1. Firm introduce new products and services
and is constantly trying to launch into the
market.

2. Firm has applied new techniques and new
methods of administration in effective
organizational operation.

3. Firm has applied new technologies in an
organizational operations.

4. Firm has developed a new operation
process and can be used to operate the well.
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Section 4 Opinion on business outcomes of furniture exporting businesses

in Thailand (continued)

Business Outcomes

Levels of Agreement

Strongly
Agree
5

Agree

4

Neutral

3

Disagree

2

Strongly
Disagree
1

Organizational Productivity
5. Firm has the good operational method that
can achieve organization's goals and
objectives.

6. Firm has operational process management
which is modernity, quickness and efficiency.

7. Firm has the good operational method that
can achieve organization's goals and objectives.

8. Firm has operational process management
which is modernity, quickness and efficiency.

Organizational Excellence
9. Firm has efficiency and effectiveness
operational which can achieve their goals.

10. Firm has developed a good process and
beyond the expectations of the organization.

11. Firm has operation process management
that can respond to changes in the environment
as well.

12. Firm has the potential personnel and ability
to continually perform the outstanding
operation system.

Business Competitiveness
13. Firm have product and service with variety,
quality and modern beyond its competitors.

14. Firm has capital and resource which are
substantial enough to continually deal with
competition.

15. Firm has the management of costs and
prices than its competitors.

16. Firm has the diversification of sales and
distribution channels.
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Section 4 Opinion on business outcomes of furniture exporting
Businesses in Thailand (continued)

243

Business Outcomes

Levels of Agreement

Strongly
Agree
5

Agree

4

Neutral

3

Disagree

2

Strongly
Disagree
1

Firm Success
17. Firm has market share and performance that
increased continuously.

18. Firm has performance both monetary and
non-monetary which is consistent with
organization's goals.

19. Firm has been recognized by executives that
there is a good management and continuous
quality.

20. Firm has been recognized by customers and
stakeholders that the business is managed under
a good operation which has effectiveness and
quality.

Corporate Sustainability
21. Firm believe the firm that can survival under
the competitive situation.

22. Firm has a reputation as recognition of
customers and other organizations.

23. The overall results of performance, firm are
growing steadily.

24. Firm has made relationship with customers
and stakeholders are always good.

Section 5 Opinion on the effect of internal factor affecting employee
creativity management capability of furniture exporting

businesses in Thailand

Internal factor affecting
employee creativity management capability

Levels of Agreement

Strongly
Agree
5

Agree

4

Neutral

3

Disagree

2

Strongly
Disagree
1

Vision for Proactive Operation
1.Firm is confident that future goals orientation
that will allow for efficient operation and greater
potential.

2. Firm focuses on analyzing and forecasting the
future changes situations to generate information
in strategic plan, which be consistently plans
with the occurred changes, which lead to the
most effectiveness.
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Section 5 Opinion on the effect of internal factor affecting employee
creativity management capability of furniture exporting
businesses in Thailand (continued)

244

Internal factor affecting
employee creativity management capability

Levels of Agreement

Strongly
Agree
5

Agree

4

Neutral

3

Disagree

2

Strongly
Disagree
1

Vision for Proactive Operation
3. Firm focus on the development of resources
which is a systematic and concrete, both now
and in the future can help to achieve their goals
more effectively and efficiently.
4. Firm promote the management system in the
future, which shows a way that lead to a clearly
intended goal and can be used to a good way
that lead to a firm success.

Top Management Support
5. Executives are confident that good
management and systematic that will make
administrative operations more efficient.

6. Executive encourages employee to attend the
training to increase continuously knowledge and
skills that will help ensure the viability of the
operation.

7. Executives encouraged to allocate adequate
resources to operate in order to become more
efficient and effective in organizational
operation.

8. Executives focus on openness for employees
to present new ideas that have never been seen
before which enhances the choices on
implementation and increased efficiency.

Organizational Learning Culture
9. Firm believes that supporting the learning
together of employee that help increase
operational efficiency.

10. Firm encourage employees to learn and
develop new knowledge helps achieve the goals.

11. Firm encourages bringing past experience to
be used as guidelines in solving problems in the
workplace which contribute to quickly and
accurately achieving goals.

12. Firm encourages knowledge and experience
sharing with regularly and continuously will
help to achieve firm goals.
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Section 6 Opinion on the effect of external factor affecting employee
creativity management capability of furniture exporting

businesses in Thailand

245

External factor affecting
employee creativity management capability

Levels of Agreement

Strongly
Agree
5

Agree

4

Neutral

3

Disagree

2

Strongly
Disagree
1

Continuous Environment Change
1. The operating environment is changing
constantly, a firm must focus on learning and
understanding to be able to operate effectively.

2. Customers' needs are changing all the time, it
is difficult to predict, which firms need to
monitor the movements of their customers to
better understand customer needs.

3. The competitive situation is more complex,
and more violent, firm must seek operational
strategy in order to create a competitive
performance even better.

4. Regulations and standards in operation have
changed significantly, firm must adapt to
operate

Technology Growth
1. Technology is constantly advancing and
growing, firms must to study, understand, and
utilize technologies to create maximum benefit.

2. Currently, technologies have the important
roles of operations management, firm must be
committed to developing and improving the
ability to apply technology to achieve maximum
benefit.

3. The technology is developing rapidly, firm
must be integrate into the use of technology to
enhance operational efficiency and respond to
the changes in a timely manner.

4. A variety of technologies are increasing, firm
must be choose and apply the technology are
appropriate for the organization's operations to
achieve maximum benefit.
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Section 7 Recommendations and suggestions regarding business administration of
furniture exporting businesses in Thailand

Thank you for your time and attention to this matter. Please fold and return in
provided envelope and return to me. If you desire a summary report of this study, please
give your business card attached with this questionnaire. The summary will be mailed to
you upon the completion of data analysis.
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