ORGANIZATIONAL CREATIVITY CAPABILITYAND FIRM
PERFORMANCE: EMPIRICAL EVIDENCE FROM
SOFTWARE BUSINESSES IN THAILAND

BY
WADSANA CHARUNSRICHOTIKOMJORN

A thesis submitted in partial fulfillment of the requirements for
The Doctor of Philosophy degree in Management
At Mahasarakham University
January 2015
All right reserved by Mahasarakham University

" Mahasarakham University




ORGANIZATIONAL CREATIVITY CAPABILITYAND FIRM
PERFORMANCE: EMPIRICAL EVIDENCE FROM
SOFTWARE BUSINESSES IN THAILAND

BY
WADSANA CHARUNSRICHOTIKOMJORN

A thesis submitted in partial fulfillment of the requirements for
The Doctor of Philosophy degree in Management
At Mahasarakham University
January 2015
All right reserved by Mahasarakham University

" Mahasarakham University




The examining committee has unanimously approved this dissertation, submitted
by Miss Wadsana Charunsrichotikomjorn, as a partial fulfillment of the requirements for

the degree of the Doctor of Philosophy in Management at Mahasarakham University.

Examining Committee

Chairman

(Faculty graduate committee)

Committee

(Assoc.Prof.Dr.Phaprukbaramee Ussahawanitchakit)  (Advisor)

.................. AT ... Committee
(Dr.Prathanporn Jhundra-indra) (Co-advisor)
.............. ‘6&’”"/&"\4 Committee
(Asst.Prof. Dr.Buavaroon Srichaikul) (Faculty graduate committee)

Committee

(Asst.Prof. Dr.Kanchana Sukanthasirikul) (External expert)

Mahasarakham Univergsity has granted approval to accept this dissertation as a

parnal fulfillment rements for the Doctor of Philosophy degree in Management.

(Assoc Prof Dr Phaprukbaramee Ussahawanitchakit) (Prof.Dr.Pradit Terdtoon)

. hool

Desn of Mahasarakham Business School Dean of Graduate Schoo
Jow‘vmjw, ...... 2019



This dissertation was funded by Mahasarakham Business School,
Mahasarakham University Scholarship,
Academic Year 2014.

‘\

> Mahasarakham University




ACKNOWLEDGEMENTS

I would like to express my gratitude and thanks to those who has given a
helping hand to the accomplishment of my studies. Many thanks go to the executive’s
software businesses in Thailand who kindly provided the primary data and to family and
Kamphaeng Phet Rajabhat University for their financial support throughout the period
of my doctoral study.

| am deeply indebted to my advisor, Associate Professor Dr.Phaprukbaramee
Ussahawanitchakit for his insightful ideas and guidance that helped me to keep this
dissertation on track. His contribution and tremendous amount of continuing has
supported my work till finally been accomplished. | could feel his unfailing kindness
and concern extended to me during both the coursework and the construction of this
dissertation. Also, I would like to thank my co-advisor, Dr. Prathanporn Jhundra-indra
and my committee members, Asst.Prof.Dr.Supapong Pinwaha, Asst.Prof.Dr.Amorn
Suwannimitr, and Asst.Prof.Dr.Kanchana Sukanthasirikul for their intellectual
guidance, support, and advice to complete this dissertation.

I would like to express my deepest appreciation and thanks to all professors
who brightened my future and career: Asst.Prof.Dr.Supapong Pinwaha, Asst.Prof.Dr.
Karun Pratoom, Asst.Prof.Dr.Nitiphong Songsrirote, Dr.Nuttapon Punpugdee,
Asst.Prof.Dr.Bhubate Samutachak, Asst.Prof.Dr.Kasemsarn Chotchakornpant,
Asst.Prof.Dr.Amonrat Thoumrungroje, Dr.Olimpia C. Racela, and
Assoc.Prof.Dr.Wissanu Kopsiriphat.

My special thanks go to all of my classmates of Ph.D. 7 and my friends for all
their warm friendship with inspiration to pass through the entire doctoral program at
Mahasarakham University. Lastly, | wish to thank my father, my mother and my sister
for their affection and moral support, to my grandma, my sister, and my brother for their
love and understanding. Moreover, their good wishes and blessings have made me

successful as a graduate student.

Wadsana Charunsrichotikomjorn

~ Mahasarakham University



TITLE Organizational Creativity Capability and Firm Performance:

Empirical Evidence from Software Businesses in Thailand

AUTHOR Miss Wadsana Charunsrichotikomjorn
ADVISORS Assoc.Prof.Dr.Phaprukbaramee Ussahawanitchakit and
Dr.Prathanporn Jhundra-indra
DEGREE Ph.D. MAJOR Management
UNIVERSITY Mahasarakham University = DATE 2015
ABSTRACT

Organizational creativity capability has been the main key success factor in
execution under vacillating business environments. Representation on the resource-
advantage theory (RA), contingency theory, and the organizational learning theory, the
objective of this research is to examine the relationship organizational creativity
capability and firm performance through the mediating influences; business practice
effectiveness, organizational innovation success, and organizational excellence
efficiency. In addition, four antecedents including, executive proactive vision, strategic
renewal mindset, corporate resource readiness, business environment complexity and
three moderating variables comprising organizational well-roundedness, organizational
learning capability, and transformational orientation are also examined. The results
were derived from a survey of 104 software businesses in Thailand, which CEOs or
managing partners are the key informant. The twenty-four hypothesized relationships
among variables are tested by using ordinary least square (OLS) regression analysis.

Results suggest that new management method and valuable human resource
development have significant influences with all of two organizational consequences;
business practice effectiveness, and organizational innovation success; whereas useful
operational control establishment has an insufficient influence to yield significantly
expected outcomes. Interestingly, business practice effectiveness, organizational
innovation success, organizational excellence efficiency is related to firm performance.
Moreover, both internal and external determinants have impacts, at least partially, on
building organizational creativity capability. Especially, executive proactive vision,

strategic renewal mindset, and corporate resource readiness seem to be the most crucial.
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Meanwhile, organizational well-roundedness plays a significant moderating role only
on the relationships among organizational creativity capability and its three
consequences. The contributions of theoretical and managerial, conclusion and

suggestions for future research are also discussed.
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CHAPTER |

INTRODUCTION

Overview

Currently, under the severe competitive business environment such as
economic, technology, and culture, those firms generate rapid responses in order to
survive and success. In an era of high-technology changes, firms encounter
globalization and rapid changing in business environment, many firms have been
affected by macro environmental factors including the threat of new entrants and
established competitors, substitute products, bargaining power of suppliers and
customers (Porter, 1979). These factors have a pressure on firm characteristics. The
results reveal which the survival of firms is reflected by the configuration of their
competencies (Mintzberg, Lampel, and Ahlstrand, 2005). The rapid changes in the
external environment comprise intensive competition, immediately information transfer,
economic challenges, and advance technologies which provide advantageous or
disadvantageous outcomes to the firms. Firms must be capable of current adaptation and
future changes in the external business environment by continually renewing their
products and services.

According to this change, firms can create their capability to resist the
drawback under the rigid competitive context. The approaches which the firms
employed to operate to gain accomplishment of the organizational objectives are the
implementation of their strategy. The diverse strategies are formulated under the
situation of existing firm capabilities. In order to grow up and survive, firms require
continuous improvement of their capabilities for responding to the changing of the
dynamic external business environment. As a result, the best way for growth and
survival depends on often having new capability, new products, and new services.

Firms that have the growth and survival provide evidence by demonstrating
that firms have configuration and continuous development. Firms are able to build up,
survive and performance by developing their competence for creating new products

toward reaching of competitive advantage (Audretsch, 1995; Eddleston et al., 2008).
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In contrast, the relationships between innovation and productivity have never linked in
the short term, because complex organizational environment needs a long period so as
to change (Chakrabarti, 1990). Especially, the manufacturing industry is encountering
gradually more competitive environment (Danneels, 2002). such as, firms have a new
diversity of products affecting operations of both production and sales with more
complication. Consequently, the manufacturing industry continues to execute several
techniques for the sustainable achievement of the firm (Chenhall and Langfield-Smith,
1998). However, in the long term, innovations are still significant in increasing
productivity and firm performance. Likewise, firms require creativity capability in the
process of generating innovation for new opportunities in markets. Hence, both
creativity and innovation are key success factors for firm survival, growth, and are a
cause of organizational excellence (Cook, 1998). Barney (1986). recognized which the
resources of the firm are keys that endow with competitive advantage for firm.
Particularly, the resources of sustainability competitive advantage consist of value,
rareness, inimitability, and non-substitutability (Barney, 1991).

Thailand which the country has a population of approximately 67 million in
2013 produces a large market value for software businesses products. The overall value
of Thailand’s software products greater than before from 24.304 million baht in 2011 to
31.979 million baht in 2012 that an increase of 24.0 percent (Software Industry
Promotion Office, 2013). In addition, the changing of the external environment
comprising the Thai baht’s volatility, Asian Free Trade Area, ASEAN Economic
Community (AEC), and the progress in technology are causes of growing factors for the
intensive competitive environment in both industries. Software businesses in Thailand
must face rapidly changing including internal and external environment. Therefore, in
this research, the software businesses in Thailand are selected for population and
sample, because there are rapid-growing and inconstant marketing surroundings among
intensive competitive business environments.

Likewise, the antecedent constructs of organizational creativity capability
consist of internal factors — executive proactive vision, strategic renewal mindset and
corporate resource readiness, and external factors such as business environment

complexity. Additionally, the organizational creativity capability outcomes —
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organizational innovation success, business practice effectiveness, organizational
excellence efficiency, and firm performance- are the consequent constructs.
Furthermore, firm performance is a dependent variable. Finally, transformational
orientation, organizational well-roundedness, and organizational learning capability are
the three moderators of the aforementioned relationships.

Thus, the three theories — are applied to explain the phenomena in this
research. First, the resource-advantage theory (RA) is used to explain the relationships
among five dimensions of organizational creativity capability, the antecedents, and
theorganizational creativity capability outcomes. Moreover, the contingency theory is
used to explain the relatinships among organizational creativity capability antecedent,
and transformational orientation on five dimensions of organizational creativity
capability. Then, the organizational learning theory is used to explain the moderating
effect of organizational well-roundedness, and organizational learning capability, which
have the influence on the relationships among five dimensions of organizational
creativity capability, and the organizational creativity capability outcomes.

Finally, this research is intended to provide a clearer understanding of the
relationships between organizational creativity capability and firm performance via
organizational innovation success, business practice effectiveness, and organizational
excellence efficiency. This research provides contributions to the literature of
organizational creativity capability. Firstly, this research proposes five dimensions of
organizational creativity capability (new management method, valuable human resource
development, novel organizational culture formation, useful operational control
establishment, and original performance evaluation system) for theoretical and practical
investigation. Secondly, this research provides a second contribution by advancing the
literature via categorizing many antecedents and consequences of organizational
creativity capability, and develops a model to test the relationships. Organizational
creativity capability is examined in terms of a quantitative variableofthe collected data
from the software businesses in Thailand, while most of the past research proposed the

conceptual relationships.
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Purposes of the Research

The key purpose of this research is to examine the relationships among
organizational creativity capabilityand firm performance. The specific research
objectives are as follows:

1. To investigate the relationships among each dimension oforganizational
creativity capability (new management method, valuable human resource development,
novel organizational culture formation, useful operational control establishment, and
original performance evaluation system), business practice effectiveness, organizational
innovation success, and organizational excellence efficiency.

2. To inquire the relationships among business practice effectiveness,
organizational innovation success, and organizational excellence efficiency.

3. To examine the relationships among business practice effectiveness,
organizational innovation success, organizational excellence efficiency, and firm
performance.

4. To study the relationships among executive proactive vision, strategic
renewal mindset, corporate resource readiness, business environment complexity, and
each dimension of organizational creativity capability.

5. To test the moderating effect of organizational well-roundedness that has
influences on the relationships among each dimension of organizational creativity
capability, business practice effectiveness, organizational innovation success,
organizational excellence efficiency.

6. To prove the moderating effect of organizational learning capability that has
influences on the relationships among business practice effectiveness, organizational
innovation success, organizational excellence efficiency, and firm performance.

7. Lastly, to analyze the moderating effect of transformational orientation that
has influences on the relationships among executive proactive vision, strategic renewal
mindset, corporate resource readiness, business environment complexity, and each

dimension of organizational creativity capability.
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Research Questions

The key research question of this research is, “How does organizational
creativity capability have an effect on firm performance?” Also, the specific research
questions are presented as follows:

1. How does each dimension of organizational creativity capability (new
management method, valuable human resource development, novel organizational
culture formation, useful operational control establishment, and original performance
evaluation system), have an influence on business practice effectiveness, organizational
innovation success, and organizational excellence efficiency?

2. How does organizational innovation success have an influence on the
business practice effectiveness, and organizational excellence efficiency?

3. How does business practice effectiveness, organizational innovation
success, and organizational excellence, efficiency have an influence on firm
performance?

4. How do executive proactive vision, strategic renewal mindset, corporate
resource readiness, and business environment complexity have an influence on each
dimension of organizational creativity capability?

5. How does organizational well-roundedness moderate the relationships
among each dimension of organizational creativity capability, business practice
effectiveness, organizational innovation success, and organizational excellence
efficiency?

6. How does organizational learning capability moderate the relationships
among business practice effectiveness, organizational innovation success,
organizational excellence efficiency, and firm performance?

7. How does transformational orientation moderate the relationships among
executive proactive vision, strategic renewal mindset, corporate resource readiness,
business environment complexity, and each dimension of organizational creativity
capability?
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Scope of the Research

There are three theories explaining the phenomena in the research, including
the resource-advantage theory, the contingency theory, and organizational learning
theory. All theories illustrate the relationships among five dimensions of organizational
creativity capability, its antecedents, its consequences, and its moderator constructs in
the next chapter. Moreover, this research proposes the theory interaction to describe the
relationships of each variable to examine and to answer the research questions and
objectives. Additionally, the research questions and objectives are answered by analysis
which is based on the data collection from the sample of software businesses in
Thailand.

This research focuses on the effects of organizational creativity capability on
firm performance in the context of software businesses in Thailand. This research
chooses the software business as a basis for the investigation of organizational creativity
capability. The data for the research are collected from a self-administered mail survey.
The sample in this research focuses on 535 existing software businesses in Thailand,
and the key informants are the executives, directors, or managers of each of the software
firms. Regression analysis is used to test and examine the hypothesized relationships.

Meanwhile, the consequences of organizational creativity capability consist of
organizational innovation success, business practice effectiveness, organizational
excellence efficiency, and firm performance. Additionally, this research aims to
investigate the antecedents of organizational creativity capability on five dimensions of
organizational creativity capability of Thai software businesses. Also, the factors such
as executive proactive vision, strategic renewal mindset, corporate resource readiness,
and business environment complexity are assumed to become the antecedents of the
model. Moreover, this research attempts to investigate the moderating effect of
organizational learning factors on the relationships between five dimensions of
organizational creativity capability, its antecedents, and its consequences. Thus, the
three factors, organizational well-roundedness, organizational learning capability, and
transformational orientation, are tested as the moderators in the model.

With respect to the research objectives and research questions, there are many

variables in the research. Organizational creativity capability is an independent variable
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and it is the suitable attribute to manage the capability of the firm. Hence,
organizational creativity capability is measured by new management method, valuable
human resource development, novel organizational culture formation, useful operational
control establishment, and original performance evaluation system. Organizational
creativity capability is hypothesized to be positively associated with organizational
innovation success, business practice effectiveness, organizational excellence
efficiency, and firm performance. Within the relationship, firm performance is the
dependent variable and it is a subjective performance measure.

Furthermore, the three moderators in this research —organizational well-
roundedness, organizational learning capability, and transformational orientation— are
hypothesized to have positive effect on the relationships among organizational
creativity capability antecedents, five dimensions of organizational creativity capability,
organizational creativity capability outcomes, and firm outcomes. The organizational
well-roundedness is proposed to positively moderate an effect on the relationships
among five dimensions of organizational creativity capability, organizational innovation
success, business practice effectiveness, and organizational excellence efficiency. The
organizational learning capability is proposed to positively moderate an effect on the
relationships among organizational innovation success, business practice effectiveness,
organizational excellence efficiency, and firm performance.Whereas, transformational
orientation is a moderator of the relationships among executive proactive vision,
strategic renewal mindset, corporate resource readiness, business environment
complexity, and five dimensions of organizational creativity capability.

In conclusion, the scope of this research consists of three major parts. The first
is to investigate the effect of organizational creativity capability on business practice
effectiveness, organizational innovation success, and organizational excellence
efficiency, including the moderating effect of organizational well-roundedness. The
second is to investigate the effect of organizational innovation success, business
practice effectiveness, and organizational excellence efficiency on firm performance,
including the moderating effect of organizational learning capability. Finally, the third
is to examine the relationships among four antecedents and each dimension of
organizational creativity capability, including the moderating effect of transformational

orientation.
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CHAPTER II

LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK

The prior chapter provides an overview of the situation with organizational
creativity capability, which contains information about the purpose of the research,
research questions, and scope of the research. Moreover, this chapter attempts to present
insights into organizational creativity capability that consists of the theoretical
foundation, the literature review, the conceptual framework, and the hypotheses'
development. Hence, the hypotheses to be proposed are expected to answer the
purposes of the research and the research questions.

Organizational creativity capability is the core construct in this research. This
research empirically investigates the understanding of how organizational creativity
capability is built and how they influence firm performance. However, prior literature
on creativity is concerned with much research, and there is little empirical research on
organizational creativity capability based on strategies of firms that create
organizational creativity capability outcomes and firm performance. In fact, there are
few prior studies on the new dimension of organizational creativity capability to
increase organizational creativity capability outcomes leading to firm performance.
Therefore, this research creates the characteristics of organizational creativity capability
through five distinctive dimensions leading to organizational creativity capability
outcomes. Moreover, this research endeavors to integrate many theoretical perspectives
that support the relationships among antecedents of organizational creativity capability,
organizational creativity capability, organizational creativity capability outcomes, firm
performance, transformational orientation, organizational well-roundedness, and
organizational learning capability. These theories include the resource-advantage theory,
the contingency theory, and the organizational learning.An earlier overview of the
literature on the role of antecedent and consequence factors of organizational creativity
capability was drawn. The literature review is intended to provide an understanding of
the founding fields on the proposed conceptual framework.

This chapter is organized into three major sections. The first section introduces

theories that backup the conceptual model in this research. The second section provides
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a literature review of all the constructs of the conceptual framework, the definitions, and
the previous researches on the subject of organizational creativity capability in the
context of software businesses in Thailand. The final section presents the conceptual

model and details the development of the hypotheses.

Theoretical Foundation

This research attempts to integrate many theoretical perspectives that support
how organizational creativity capability affects firm value. Three theories supporting this
research are the resource-advantage theory, the contingency theory and organizational
learning theory. Therefore, this chapter presents three major sections that review the
theories backing-up the conceptual model, and then provides the previous research and
relevant literature detailing organizational creativity capability and other constructs in
the conceptual model. Finally, the definition of each construct is presented.
Additionally, the linkages of the constructs and hypotheses development are discussed.

The organizational creativity capability is used to describe the relationships
between organizational creativity capability and the consequence variables and apply
them to explain organizational learning capability as the moderating relationship
between organizational creativity capability and the consequence variables. The
contingency theory is applied to explain the relationships between the antecedent
variables and organizational creativity capability. In summary, the two theories are
elaborated for the aforementioned relationships as follows.

Resource-Advantage Theory

The resource-advantage theory (R-A theory) is the main theory explaining
organizational creativity capability. In the origin of strategic management literature, this
approach was developed in 1995, and has been extended by the contributions of Hunt
and Morgan (1997).

The R-A theory aims that the resources of firms are dissimilar, unique, and
relatively dormant within the same industry. “ R-A theory is an evolutionary,
disequilibrium-provoking, process theory of competition in which innovation and
organizational learning are endogenous, firms and consumers have imperfect

information, and entrepreneurship, institutions, and public policy affect economic
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performance,” (Hunt and Madhavaram, 2006). The R-A theory emphasizes that a source
of competitive advantage leads to sustainable performance. Especially, firm resources
are inimitable, non-substitutable, valuable, and rare in which are applied four principles:
(1) market segments, (2) heterogeneous firm resources, (3) comparative advantages and
disadvantages in resources, and (4) marketplace positions of competitive advantage or
disadvantage (Hunt and Madhavaram, 2006).The R-A theory highlights on creativity,
including proactive and reactive. Both proactive and reactive creativity capability
contribute to the competitive advantage.

Resources are divided into tangible and intangible assets. Tangible
resources are defined as the concrete assets that can be quantified (Hunt and
Madhavaram, 2006). For example the items are identified as tangible resources;
financial resources, technological resources, production equipment, and manufacturing
plants. On the other hand, intangible resources are defined as the subject’s assets that
are unobservable, such as knowledge, skill, experience, brand image, reputation, human
capital, and patents of know-how. Resources are transformed into final products or
services by using a wide kind of other firm assets and bonding mechanisms. A
capability refers to the ability to deploy and coordinate different resources, usually in
combination, using organizational processes, to affect a desired end (Amit and
Schoemaker, 1993; Grant, 1991). Firms will have different natures of resources and
varying levels of capabilities (Hunt and Morgan, 1997). These capabilities help convert
selected strategies in the process of shaping positional advantages (Atuahene-Gima
Slater and Olson, 2005).

The resource-advantage theory realized organizational creativity capability
as a one of resource which supports a firm to perform superior than other competitors
and yield marketplace positions of competitive advantage. According to, a learning
orientation perspective viewed that firms will concentrate on learning the market such
as market and customer research, seeking out competitive intelligence, analyzing
customer and competitors’ products, benchmarking, and test marketing when they are
the learner oriented. The R-A theory emphasizes concerning with organizational
learning, which a competitive advantage of firms on both dynamic and unstable markets
that derived from the complex resources (Liu Luo and Shi, 2002). Slater and Narver

(1995) argued firms will attain superior performance and survival in the market which
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should be having the ability to learn faster than their competitors. Consequently, the
using feedback of firms involved performance to develop the strategy, and their attempt
to obtain the imitated resource for a competitive advantage and constructing to a
superior advantage with creativity.

Furthermore, the ability of firm can become to the survival such as create a
new resource, build on its capability platform, and make the capabilities more
inimitable to achieve competitive advantage and sustainability (Day and Wensley, 1988;
Peteraf, 1993; Prahalad and Hamel, 1990).To complete the sustainable competitive
advantage, the R-A theory explains that a firm’s achievement is reached by virtue of
unique resources, which have the characteristics of being rare, valuable, non-
substitutable, and inimitable as well as firm-specific (Hunt and Morgan, 1997; Wade
and Hulland, 2004). In addition, when firms combine resources and capabilities, they
can develop the firm’s competencies and apply them to create specific organizational
abilities (Teece Pisano and Shuen, 1997). It is a specific ability to manipulate a firm’s
resources in bundles to create a capability for accomplishing the purposed strategic
objectives.

In the literature, there has been wide-ranging use of the R-A theory
framework to analyze firm performance (Atuahene-Gima Slater and Olson, 2005; Hunt
and Morgan, 1995), to recognize the interrelated between marketing and other
functional capabilities and their effect on performance (Song Di Benedetto and Nason,
2007; Song et al., 2005), and principally to understand inter-organizational relationship
performance (Palmatier Dant and Grewal, 2007). Furthermore, the R-A theory proposes
that heterogeneity performance of firms which is due to ownership of resources that
have degree of difference productivity (Makadok, 2001).

In this research, the R-A theory is applied to explain that organizational
creativity capability is the intangible strategic resource which creates an advantage for
the marketplace position (organizational innovation success, and business practice
effectiveness, organizational excellence efficiency) leading to organizational outcomes,

as well.
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Contingency Theory

In an era of globalization, organizational management needs to be consistent
with the environment and the situation. The executive is the key person for making
decisions in all situations. The firm believesthat the situation determines what
management does. The contingency theory is used to explain the phenomena of the
organization’s flexibility to the environmental context factor.

In the 1950s, the researchers were shown the contingency theory
(Woodward, 1965). Fiedler (1967) proposed that the contingency theory depended on
the situation and chose the best practices which were appropriate with each situation.
When the situation was different, the management changed. Therefore, the
organizational performance relationship is between the environment and organization,
which the organizational practice created or adapted in accordance with the
environment (Drazin and Van de Ven, 1985). The contingency theory points to three
approaches consisting of a) selection, b) interaction, and c¢) systems (Drazin and Van de
Ven, 1985). The main contingency theory refers to the operational fit of the
organization by the contingencies application such as the environment, organizational
culture, and society for best performance (Drazin and Van de Ven, 1985).

In addition, the contingency theory assumption is not the best practice for
every situation, but it creates the best way for the decision-making of businesses, which
should be considered carefully as alternative analyses because each method has its
advantages and limitations (Vroom and Yetton, 1973). The contingency theory attempts
to identify and evaluate the conditions under everything likely to occur (Schoech, 2006),
which affect the best method and any method of an organization for operational
performance (Gerdin and Greve, 2008). Hence, the sustainable success of an
organization must depend on the flexibility of the organization appropriately, so the
organization should be aware of integrate resource management, joint facility utility,
mutual target emphasis, and valuable activity cooperation, which affect the operation
appraising fit. Also, the contingency theory describes organizational management to
improve organizational success. In addition, it concerns the possible fit of the operation
(Cadez and Guilding, 2008), which is consistent with Phokha and Ussahawanitchakit
(2011) who propose that superior organizational performance results in the proper

alignment of internal and external contextual factors and operational management.
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Internal and external factors have an effect on the organization and are
imposed on the manager’s behavior. The internal factors are environmental factors in
the organization that have an impact on operational forms such as an organization’s
culture, vision, climate, technology, and policy (Lawrence and Lorsch, 1967). External
factors such as competition, environmental uncertainty, technological change, society,
and economic conditions affect firm performance (Sauser et al., 2009). However, the
key success of competitive sustainability is optimal management strategies which cause
best practices and lead to greater firm success (Anderson and Lanen, 1999).

Furthermore, the contingency theory is applied to executive proactive vision,
strategic renewal mindset, corporate resource readiness, business environment
complexity, and transformational orientation as an improvement of the organization
which can enhance organizational creativity capability. Thus, the contingency theory is
employed to investigate the effectiveness of the antecedent variables (executive proactive
vision, strategic renewal mindset, corporate resource readiness, business environment
complexity) on organizational creativity capability. Additionally, the organizational
learning theory is applied to explain the moderating effects of transformational
orientation in the relationships among the antecedents of organizational creativity
capability and each dimension of organizational creativity capability, as well.

Organizational Learning Theory

The organizational learning theory explains knowledge integration and a
deep understanding related to the effectiveness of past actions, which will also affect
future actions (Roberts, 2012). Schwandt (1993) defines organizational learning as the
system of operations, processes and those which are related to learning, which enable
firms to transform information into valuable knowledge. Moreover, it enables firms to
gradually develop in the long-term. Thus, based on the knowledge-based view of the
firm, the attention is focused on intangible resources, especially knowledge, which is
considered as the most strategically significant resource of the firm in the determination
of competitive advantage (Conner and Prahalad, 1996; Grant, 1996a; Hoskisson et al.,
1999; Roos, 1998; Spender and Grant, 1996). This theoretical perspective provides a
perspective on the creation, transfer, and application of learning (Morgan, 2004;
Nonaka, 1994). Harmel and Prahalad (1994) suggest that only being a learning
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organization is not sufficient; the organization must also attempt to translate the
learning process into the firm’s capabilities.

Following March (1991) the organizational learning theory asserts that
organizations engage in two forms of learning activities: exploitation and exploration by
considers the two types of learning as fundamentally incompatible, and subsequent
studies often conceptualize exploitation and exploration as orthogonal variables that can
be achieved simultaneously (Baum Li and Usher, 2000; Katila and Ahuja, 2002; March,
1991). Firms may engage in high levels of exploitation as well as exploration activities.
Knowledge flows within their organizations to take advantage of existing knowledge for
maximum benefits, which are positively related to exploitation. On the other hand, new
knowledge and new skills flowing from the outside through the organization are
positively related to exploration. Both exploration and exploitation are valuable and
scarce organizational resources (March, 1991). As a result, the learning and
management of knowledge within organizations encourage firms to obtain a high
competency to organizational creativity and achieve a long-term competitive advantage.

In a highly competitive situation, firms have realized that knowledge, its
effective use, and the fast acquisition and utilization of new knowledge are the only
sources of sustainable competitive advantage. The development of organizational
capabilities with an effective exploitation and management of knowledge resources are
the basis of the firm’s capacity to perform business and deliver targeted value
propositions. The development of an organizational knowledge resource through the
learning mechanisms and management process of an organization will affect the
capabilities of the organization. After that, the capabilities of the organization are
translated into performance and valuable consequences when they are leveraged into
products and services that, in turn, generate value for the firm’s stakeholders (Schiuma
Carlucci and Lerro, 2012).

As discussed above, the organizational learning theory is applied to explain
the organizational well-roundedness as the moderating variable on the relationships
among five dimensions of organizational creativity capability, business practice
effectiveness, organizational innovation success, and organizational excellence

efficiency,as well as, the moderating effects of organizational learning capability on the
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Impact among business practice effectiveness, organizational innovation success, and
organizational excellence efficiency on firm performance.

In summary, the resource-advantage theory is applied to explain the
relationships of organizational creativity capability between its consequences (i.e.,
business practice effectiveness, organizational innovation success, and organizational
excellence efficiency and firm performance). Likewise, the contingency theory is
employed to investigate the effectiveness of the antecedent variables (executive proactive
vision, strategic renewal mindset, ¢

orporate resource readiness, business environment complexity) on
organizational creativity capability. Additionally, the organizational learning theory is
applied to explain the moderating effects of transformational orientationin the
relationships among the antecedents of organizational creativity capability and each
dimension of organizational creativity capability. Besides, the organizational learning
theory describes organizational well-roundedness and organizational learning
capability as the moderating variables in this research that enhance the influence of
organizational creativity capability on the organizational creativity capability outcomes
(i.e.,business practice effectiveness, organizational innovation success, and
organizational excellence efficiency and firm performance). Besides, the resource-
advantage theory is applied to explain the relationships of organizational creativity
capability between its antecedents (i.e., executive proactive vision, strategic renewal
mindset, corporate resource readiness, and business environment complexity) and its
consequences (i.e., business practice effectiveness, organizational innovation success,
and organizational excellence efficiency and firm performance). The two theories in this
research, namely, the resource-advantage theory and the organizational learning theory,
are integrated to explain the phenomenon in this research for the complete explanation
and backup of the dimensions of organizational creativity capabilityas well.Hence, these
theories illustrate the relationships of organizational creativity capability between its
antecedents, its consequences, and its moderating variablesas shown in Figure 1. The
next section elaborates on the literature review and the hypotheses of organizational
creativity capability as discussed below.
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Relevant Literature Review and Research Hypotheses

The relevant literature is developed for the conceptual framework as shown in
Figure 1 on the basis of extant research. The framework includes one main construct,
namely, organizational creativity capability proposed in five dimensions. These
components of organizational creativity capability are a compound of new management
method, valuable human resource development, novel organizational culture formation,
useful operational control establishment, and original performance evaluation system.
Furthermore, there are four influential variables on organizational creativity capability
which are executive proactive vision, strategic renewal mindset, corporate resource
readiness, and business environment complexity.

Additionally, the consequence factors of organizational creativity capability are
that of business practice effectiveness, organizational innovation success, organizational
excellence efficiency, and firm performance. The three moderating variables are
transformational orientation, organizational well-roundedness, and organizational
learning capability, which transformational orientation has a positive effect on the
relationships among executive proactive vision, strategic renewal mindset, corporate
resource readiness, business environment complexity and dimensions of organizational
creativity capability. Moreover, organizational well-roundedness has a positive effect on
the relationships among the dimensions of organizational creativity capability and
business practice effectiveness, organizational innovation success, and organizational
excellence efficiency. Moreover, organizational learning capability has a positive effect
on the relationships among business practice effectiveness, organizational innovation
success, organizational excellence efficiency, and firm performance.All together; a

developed conceptual model in this research is shown in Figure 1.
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Figure 1 Conceptual Model of Organizational Creativity Capability and Firm Performance:
Empirical Evidence from Software Businesses in Thailand
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Organizational Creativity Capability Background

Nowadays, organizations are influenced by external factors such as
globalization, technology, and competitive situations. As a result, organizations need to
create relationships with other firms for competitiveness. Organizational creativity
capability is a key component of this research and it refers to the way that organizations
use focusing on the generating of new ideas by taking advantage of the knowledge,
skills and experience to be used as guide to gain the continuous improvement and
competitive advantage. These characteristics include five dimensions, namely, new
management method, valuable human resource development, novel organizational
culture formation, useful operational control establishment, and original performance
evaluation system. Based on the definition of creativity capability, organizational
creativity is as a scheme for creating competition. In a complex social system,
organizational creativity is about the creation of valuable, useful new products, services,
ideas, procedures, or processes (Woodman Sawyer and Griffin, 1993).
Moreover,creativity is a tool for producing innovative solutions and solving complex
organizational problems (Paper and Johnson, 1997).

In another aspect, organizational creativity becomes an issue for building an
organizational strategy because both mechanisms of individual and organizational
creativity led to innovation performance at the highest level (Bharadwaj and Menon,
2000).The development of an organizational strategy should be synchronized with
development of an individual strategy (Rasulzada and Dackert, 2009). In addition, the
companies might allocate firm resources to maintain their talented, relation in-team
work, and organizational climate for improving organizational creativity and innovation
(Rasulzada, 2007; Rasulzada and Dackert, 2009). Thus, the organizational creativity
capability is an intangible asset that includes value, relationships among employees,
learning, and knowledge creation process and organization culture. All these factors are
influenced by the role of leaderships (Mumford, 2002 ; O'Hara, 2001).

Many studies examine creativity by different theories, which are similar to the
organizational creativity concept such as system theory, process theory, and cognitive
view. Hence, the definitions of creativity capability and organizational creativity are

various as evidenced in Table 1 below.
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Table 1 Summary of Key Definitions and Dimensions on Organizational Creativity

Capability

Author(s)

Definitions and Dimensions of

Organizational Creativity Capability

Kardoff, (1989)

This article investigates selected extrinsic factors to ascertain if they
influenced the creativity of individuals at work, to try to develop
successful method for evaluating individual creativity, to determine if
selected common descriptive characteristics existed in highly creative
persons, and to investigate some ways in which creativity might be
enhanced within organizational settings. Creativity is the dependent

variable in the product making assignment.

Adams, (1991)

The challenge is to create an environment that stimulates creativity
and innovation is the scope and guide the development on the one
hand,they represents both opportunities and risks of the enterprise in

build an creativity and innovation.

Collins, (1991)

This research is to investigate the factors necessary for adapting a
performing arts program for creativity training to the corporate
sector; to test the effectiveness of the training program; and to test the
retention of specific creativity skills 2 weeks after the intervention.
The creative thinking skills nurtured in artistic training activities are
evaluated in terms of the needs of organizations as well as the

perceived needs and attitudinal disposition of the workers.

Nystrém, (1993)

Creativity is defined as the management of radical change due to

balanced unfolding and converging of experience of entrepreneurship

Woodman,
Sawyer and
Griffin, (1993)

In this article, organizational creativity is the creation of a valuable,
useful new product, service, idea procedure or process by individuals

working together in a complex social system.
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Table 1 (Continued)

Author(s)

Definitions and Dimensions of

Organizational Creativity Capability

Burns and
Napier, (1994)

This article discusses the relationship between the three key aspects of
the climate of the organization: creativity, common vision, and
customer connection found creativity and innovation have become
way critical to the growth and competitive advantage of

organizational.

Barnett,(1996)

This research investigates the effects of individual's levels of creativity
and perceived organizational support on their organizational
commitment. The results provide that creative employees who work
for an organization high in organizational support or high in support
for innovation would be more committed to the organization than

other employees.

Coste,(1996)

Creativity is measured by totaling the completeness, originality, and
practicality ratings for each design. It finds that idea generation
significantly decreased, while evaluation and modification
significantly increased, over the course of the design task.
Furthermore, modification in the beginning and middle of the design
process negatively predicted creativity, while idea generation in the
middle and evaluation throughout the process positively predicted

creativity.

Livingstone,
Nelson and Barr,
(1997)

This research, advanced from the previous research by examing fit
concern with the dimension of creativity and incorporating both
supply-value and demand-ability kinds of fit. However, the
environmental influences, especially of supplies for creativity
influence that was outcomes by the most impressive influence. These
results recommended that the particular environmental is required to

explore for driving creativity in organizational.
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Table 1 (Continued)

Author(s)

Definitions and Dimensions of

Organizational Creativity Capability

Hickman, (1997)

This paper describes the impact of executive team excellence and the
work environment of acute care, general hospitals as expected to
contribute to organizational creativity. Selected dimensions of the work
environment included stimulants and obstacles to creativity.
Organizational impediments and workload pressure were negatively

correlated with organizational creativity, but non-significant.

Derksen, (1998)

The purpose is to identify factors that characterize innovative
organizations, to explore which behavioral roles leaders and members
identify as critical, and to investigate the importance of both
congruency and agreement between leader and member perceptions
and its effect on creative climate. The findings drawn from interview
research offered insights into the impact and role of creativity in
organizational culture, differences of perception and the role of
congruency and agreement upon organizational climates, the impact of
perception upon practice in formulating creative cultures, the
characteristics of organizational creativity, and how learning

environments are influenced by leaders and members.

Heunks, (1998)

This research seek for the role concerning with innovation in both the
small and medium firms of size which relate to the firm's success.
These relationships are showed that in between success, innovation and
creativity, that include any possible backgrounds of creativity and
innovation. Separately, one side involves an individual nature view as

the entrepreneur’s values, attitudes and level of education.
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Table 1 (Continued)

Authors

Definitions and Dimensions of

Organizational Creativity Capability

Oxendine, (1998)

The research focuses on developing a working description of the

creative coalition, outlining the development process, and defining the
developmental phases the creative coalition progressed through in the
course of implementing the idea. It is argued that models that focus on
individual action as opposed to collective action of multiple people do

not fully explore the creative process.

Siau, (2000)

The aim of this paper is pointed to knowledge discovery as an aid to
creativity. The order of paper, first to presents the concept of
knowledge discovery and then discusses the various techniques in
knowledge discovery. The theoretical foundation for this research is
served by Mednick's associative theory of creative.

Hunt, (2002)

The findings of study recommended the academic entrepreneurship
with viability of considering as a common working style with
attributes associated both innovation and creativity.

Hong, Hwang and
Lin, (2003)

This paper presented three computer-manufacturing companies
involve the effectiveness of the knowledge-sharing practices which
from the comparision between working environment design and
knowledge-sharing mechanism of perspective. Finally, this paper will
verified some best practices for the enhancement of organizational

creativity.

Hong, Hwang and
Lin, (2003)

This paper presented three computer-manufacturing companies
involve the effectiveness of the knowledge-sharing practices which is
from the comparison between working environment design and
knowledge-sharing mechanism of perspective. Finally, this paper will
verify some best practices for the enhancement of organizational

creativity.
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Table 1 (Continued)

Authors Definitions and Dimensions of
Organizational Creativity Capability
McLean, This article reviews the literature for factors related to organizational
(2005) culture and climate that act as supports and impediments to
organizational creativity and innovation.
DiLielloand | The purpose of this paper is to develop and present a model of self-
Houghton, leadership, innovation and creativity. The model suggests that
(2006) individuals with strong self-leadership will consider themselves to

have more innovation and creativity potential than individuals who
have weak self-leadership, and that individuals who have innovation
and creativity potential will be more likely to practice innovation and
creativity when they perceive strong support from the workplace than

individuals who perceive weak support from the workplace.

Mostafa and
El-Masry,
(2009)

This paper explores organizational creativity in firms within the
creative industries. The results indicate that both on both Amabile's
‘Organizational Creativity’ model and Ekvall's ‘Creative Climate’
model, models of organizational creativity are complementary,
although they are not necessarily fully applicable in the creative

industries.

Table 1 shows several organizational creativity explanations. Incidentally, most

of the organizational creativity work focuses on factor that influences creative outcomes

in firms (Ekvall, 1997; Amabile, 1997).The creativity outcomes at the organizational

creativity level are viewed into two segment; 1.the characteristics of organizational

members; 2.the characteristics of the organization (McAdam and McClelland, 2002).

Moreover, levels of creativity are identified which focus on the concept from the

product, the person and the process (Ekvall, 1997). Also, the three components for

creativity at an organizational level include; organizational motivation to innovate,

resources and management practices (Amabile, 1983).
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Thus, the concepts of creativity in organizations are different. Amabile (1983)
considers that creativity is an outcome of an individual context that provides newness
and value. Heap (1989) recommends that the implementation of the innovation is the
result of creativity by synthesizing the radical restructuring of new ideas and concepts.
Gurteen (1998) considers creativity to include divergent thinking, and defines creativity
as the generation of new ideas, and then action by sifting, refining and implementing
those new ideas for generatig innovation. Moreover, McAdam and McClelland (2002)
assumes creativity as the idea-generating stage for implementation in the innovation
process.

In view of above-mentioned, these are the main concepts related to
organizational creativity. The acceptance of this concept has been reflected by empirical
studies in the past. Thus, a summary of key empirical studies on organizational

creativity capability is presented in Table 2 below
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Table 2 Summary of the Key literature reviews on organizational creativity capability

Author(s) Independent Variables Dependent Variables Results
Hickman Executive teams perceived Organizational creativity | Executive teams perceive clear, elevating goal, organizational encouragement,
(1997) clear, elevating goal, and supervisory encouragement and challenging work as important aspects for
organizational encouragement organizational creativity. Organizational impediments and workload pressure
are negatively correlated with organizational creativity.
Choi (1999) External funding Organizational The funding is likely to hurt the autonomy of the cultural nonprofit
creativity, original organizations, however, public funding level does not have significant
program development, relationships with the perceptions regarding organizational creativity of
and new program cultural nonprofit organizations in Korea. Private funding does not have
initiative significant impacts on both organizational autonomy and organizational
creativity.
Eskildsen, Creative organization, the Organizational creativity | Shows a causal relationship between the creative organization, the learning
Dahlgaard and | learningorganization organization and business excellence. Description of an excellent company;
Norgaard Methodologies of business excellence; Statistical technique in examining the
(1999) relationship between the creative organization, the learning organization and

business excellence; Impact of organizational creativity on organizational

learning.
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Table 2 (Continued)

Author(s) Independent Variables Dependent Variables

Results

Bharadwaj and | Individual and organizational Innovation performance

Menon (2000) | creativity mechanisms

The results recommend which the existence of both individual and
organizational creativity mechanisms directed to the highest level of
innovation performance. The results in this research propose which high
levels of organizational creativity mechanisms directed to significantly
greater innovation performance than low levels of organizational and

individual creativity.

Ryan, (2001) | Transformational style of Creativity, productivity,
leadership and efficiency of
creative work teams

within organizations

The findings in this research support a link between a transformational
style of leadership and higher levels of creativity, productivity, and
efficiency of creative work teams within organizations mostly through

two intervening variables: challenge of work and support of manager.

Lapierre and | Creativity work-environment | Creativity achieved
Giroux, (2003)

This research statements the methods in which creativity is all creative
work-environmen (work atmosphere, vertical collaboration,
autonomy/freedom, alignment, lateral collaboration and respect). The

dimensions describe creativity achieved has a high level of significance.
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Table 2 (Continued)

Author(s) Independent Variables Dependent Variables Results
Lee and Choi, | Socialization Organizational The results approve the effect of trust on knowledge creation. The
(2003) Externalization Creativity, information technology support has positively effect on knowledge
Combination Organizational combination only. Organizational creativity finds critical for improving
internalization , Organizational | performance performance; neglecting ideas can damage a business.
creativity
Sundgrenet, Information sharing, learning | Creative climate This research suggests that information sharing and intrinsic motivation
(2005) culture, and motivation are important drivers for organizational creativity in a complex R&D

environment in the pharmaceutical industry.

Fong, (2006)

Individuals experiencing
emotional ambivalence ,

recognizing unusual

Organizational creativity

The effects of emotion suggest that individuals interpret emotional
ambivalence, which is perceived to be an unusual emotional experience,
as indicating they are in an unusual environment, that in order to
increase sensitivity to unusual associations. The results produce
important implications concerning how to influence creative

performance.
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Table 2 (Continued)

Author(s)

Independent Variables

Dependent Variables

Results

Einsteine and
Hwang, (2007)

Organizational culture,
leadership style, employee

personality

Organizational creativity

This research is showed to improvement a better understanding of the
factors influencing organizational creativity and determines to relate an
influence of individual personality characteristics and organizational

characteristics on individual innovative behavior.

Rasulzada and
Dackert, (2009)

Organizational climate and

work resources

Perceived organizational

creativity

The results show significantly relationship between perceived
organizational creativity and innovation and individual psychological
well-being. Also, the enhancing the situation for creativity and

innovation is useful for the individual in terms of better psychological

well-being.
Gumusluoglu | Transformational leadership Followers’ creativity, The results in this research propose that transformational leadership has
and llsev, Organizational effected on the both individual and organizational heights. TFL
(2009) innovation definitely relates to followers’ creativity.
Hsu and Fan, | Time pressure (organizational | Creative outcomes This research describes time pressure as a moderating variable. This
(2010) innovation climate) results displayed which time pressure has moderated the relationship

between organizational innovation climate and creative outcomes.
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Table 2 (Continued)

Author(s)

Independent Variables

Dependent Variables

Results

Isaksen and
Ekvall, (2010)

Debate and

Conflict in Climate

Organizational
creativity and

innovation

The dimension is defined as reflecting a more productive idea
tension and the conflict dimension suggests a more non-productive
personal tension. A sequences of studies are summarized and a
new study is reported so as to highlight the finding which
relatively higher levels of debate and lower levels of conflict are

more conducive to organizational creativity and innovation.

Lang and Lee,

Functions of humor;

Organizational

This research studies the relationship between the three functions

(2010) liberating humor, creativity of humor and organizational creativity. This results advise which
controlling humor, and liberating humor and controlling humor has related to
stress relieving humor organizational creativity, the prior positively and the latter
negatively, while stress relieving humor did not relate to
organizational creativity.
Sohn and Jung, | Basic skills, compensation | Creativity factors, and | his research is proposed to examine the effects of basic skills,
(2010) systems, external innovative external environment and compensation systems factors on
environment factors, and the | performance creativity, and the effects of creativity factors on the innovative

effects of creativity factors

performance of an organization. This results are expected to offer

how to develop creativity and innovative performance.
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However, the literature review on organizational creativity capability suggests
that there are still two gaps. The first is that most of the previous research concentrated
on the conceptualization of organizational creativity, and only a little research focuses
on organizational creativity capability. The second is that there is little empirical
research which investigates the dimensions of organizational creativity capability, and
its effect on the organizational creativity capability outcomes as a strategic resource.
Therefore, this research attempts to fill these gaps. Next, a more detailed discussion of
the constructs in this research is provided below.

Organizational creativity capability is the key element of this research. The
term “organizational creativity capability” comes into common use in organizational
capability, which an empirical research suggests that this organizational creativity
capability is positively related to firm performance. Organizational creativity capability
can improve firm performance. The five distinctive dimensions of organizational
creativity capability are indicated to assess how organizational creativity capability
creates a competitive advantage in their business success; namely, new management
method, valuable human resource development, novel organizational culture formation,
useful operational control establishment, and original performance evaluation system.
They also contribute greatly to firm performance. The detailed argument of these

dimensions is presented below.
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The Effects of Organizational Creativity Capability on Its Consequences

This section investigates the effects of five dimensions of organizational
creativity capability that consist of new management method, valuable human resource
development, novel organizational culture formation, useful operational control
establishment, and original performance evaluation system on four consequences
comprising business practice effectiveness, organizational innovation success,

organizational excellence efficiency, and firm performance as shown in Figure 2 below.

Figure 2 the Effects of Organizational Creativity Capability on Its Consequences
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New management method
New management method is the first dimension of organizational creativity
capability, and it is defined as the competency of a firm to create new processes, new
products, and new methods for operation, promote staff for new information and
knowledge development, new concepts, and support a budget to create new ideas for
increasing potential, the efficiency, and effectiveness of the firm (Grandi and Grimaldi,
2005; Howell and Boies, 2004). Kamm and Nurick (1993) suggest that the process

> Mahasarakham University



33

through which the original business concept is changed into a product/service ready for
commercialization turns an initial informal social group into an business group. Prior
study of Foo, Wonga and Ong (2005) reveals that business effectiveness is an effect of
the quality of planning and the quality of new business ideas.

In this research, the new management method is defined as an ability of a
firm to try new management ideas and methods. Moreover, new management methods
are searched for new ideas to combine these with existing knowledge and new
techniques which lead to business effectiveness (McNelly and Harmancioglu, 2009).
Likewise Macduffie (1995) mentions that new management methods aim to create
either superior outputs or more cost-efficient input.

However, operational management can lead to new value creation across
and within industry and firm-level boundaries (Aldrich and Fiol, 1994; Balakrishnan
Eliasson and Sweet, 2007; Busenitz Gomez and Spencer, 2000). New management
method is an important issue for firms as they seek to upgrade their productivity,
procedures and retain competitiveness (Ichniowski et al., 1996). The greater the
diversity of sources the firm has the more likely it is that the insight gained from these
sources is recombined in creative and valuable ways to try new management techniques
(Hargadon, 2002).

In summary, new management method affect on business practice
effectiveness, organizational innovation success, and organizational excellence

efficiency. Hence, the hypotheses are proposed as follows:

Hypothesis 1a: New management method has a positive influence on

business practice effectiveness.

Hypothesis 1b: New management method has a positive influence on

organizational innovation success.

Hypothesis 1c: New management method has a positive influence on

organizational excellence efficiency.
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Valuable human resource development

Valuable human resource development is the second dimension of
organizational creativity capability. Human resource development (HRD) is a process of
developing and unleashing human expertise through training and development for the
purpose of performance improvement (Swanson, 2001). HRD is the important activity
for increasing new knowledge, skills and ability of employees which vary from firm to
firm, though it is an important factor leading to firm success (Prachsriphum and
Ussahawanitchakit, 2009). The study of Tabibi et.al (2011) proposed the main factors of
commitment to human resource development namely, organization development,
management commitment, and employment system. Becker (1962) defines human
capital investments as any activity that influences future real income through the
embedding of resources in people, whereas Marimuthu et.al (2009) propose that human
capital investment is any activity which improves the quality (productivity) of the
worker(McLean, 2006). In addition, investing in employee development is a central
view of maintaining and developing the knowledge, skills and abilities of both
individual employees and the organization as a whole (Lee and Bruvold, 2003) and
improves organizational performance (Huselid et al., 1997; Way and Thacker,
2001).However, the effect of human resource development on organizational
effectiveness will be improved when an organization has organized a human resource
management system containing practices that are constant with each other and work to
stimulate those outcomes from the organization’s human resources, essential for the
achievement of organizational goals and objectives (Huselid et al., 1995; 1997; Schuler
and Jackson, 1995; Wright and Snell, 1998) offers the incentive for this growth.

In this research, valuable human resource development refers to the firm’s
perception of the importance of human resources as a valuable asset, staff will help the
organization's operations more efficient through knowledge, skills, talent, know-how
and intellectual ability that aligns with the organization’s mission and strategic goal
required to development and unleashing human expertise through training and
development for increasing the new knowledge, skills and ability of the employees.

In attempting to increase human capital value, the firm needs to concentrate
on input of the firm’s human capital such as attracting employees, and developing and

implementing schemes to retain and provide incentive talent staffing (Wyatt and Frick,
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2010). According to Huang et.al (2002), the study proposes that such competition is
very widespread, and the firm needs to search activities for the best talent to create a
competitive battle ground. The recruitment and selection process for executive and
professional positions achieve an organization’s mission, playing a critical role as a core
competitive advantage. As Syverson (2010) points out, either managerial talent or the
quality of the management practices can contribute to productivity. The talent of the
workforce is a strategic asset for the firm to acquire, cultivate, retain and organize for
business strategy (Ballout, 2007). Having a talent strategy for getting work done well,
career development opportunities and reward programs that make employees feel their
efforts worthwhile may have an impact on job satisfaction which, ultimately, produces
revenue (Bergeron, 2004). In addition, Zheng (2009) confirms that there are statistically
significant linkages between HR practices, talent retention and firm performance.

Hence, valuable human resource development will have a positive influence
on business practice effectiveness, organizational innovation success, and

organizational excellence efficiency. These ideas lead to posit the following hypotheses.

Hypothesis 2a: Valuable human resource development has a positive

influence on business practice effectiveness.

Hypothesis 2b: Valuable human resource development has a positive

influence on organizational innovation success.

Hypothesis 2c¢: Valuable human resource development has a positive

influence on organizational excellence efficiency.
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Novel organizational culture formation

Novel organizational culture formation is the third dimension of
organizational creativity capability. Organizational culture as the pattern of shared
values and beliefs that help individuals understand organizational functioning and thus
provides those norms for behavior in the organization (Desphande and Webster, 1989).
Williams et al. (1993) proposed that it is the beliefs, and attitudes of members in the
organization which are fundamental to the practice and it is a principle accepted by all
members. Organizational culture focuses on the underlying values and attitudes which
affect the way in which things are done (Deal and Kennedy 1982). Moreover,
organizational culture comprises a set of social norms that describe what are appropriate
or inappropriate behaviors within the borders of the organization (Cabrera Cabrera and
Barajas, 2001). Various studies have argued that organizational performance depends
on the degree of cultural values (Denison, 1996). Cooke and Szumal (2000) indicate
that it is the organizational culture, based on the member's acceptance on shared
knowledge, shared values, and shared expectation which affects the new organizational
standard.Cooke and Szumal (2000) indicate that organizational culture based on the
member's acceptance on shared knowledge, shared values, and shared expectation,
affects the new organizational standard. Kwantes and Boglarsky (2007) propose that
organizational culture reflects the standard, practice, and activity of organizational
members to manage the conflicts or different ideas between members (Trice and Beyer,
1993). Moreover, the different cultures provide different outcomes for firms in the
Taiwanese electronics industries and the branches in China (Tseng and Lee, 2009).

Indeed, the culture of a firm affects organizational member expectations of
each other. For firms’ creativity context, the five commonly shared factors include
motivation, perception, action, temperament, and social interaction which are the factors
that generate the motivation power for creative efforts (Caselli, 2009). Moreover, the
critical factors of organizational creativity are the recognition and support of employee
creative ideas, and the conditions of social cognitive approach that are motivated by

relationships among employees within an organization (Zhou and Woodman, 2003).
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In this research, novel organizational culture formation is defined as the
pattern of beliefs in learning, exposure, exchange, and integration of new and beneficial
things to improve the firm’s operations, practices, and management in each function.
The value the organization employs is to accept new ideas and processes that are
important for creative activities in organizations (Chaveerug and Ussahawanitchakit,
2008).

Thus, the valuable organizational culture is the important key for the use of
technologies, knowledge sharing processes among members of a team, cooperative-
team perceptions and procedural justice which can be enhanced by organizational
creativity (Gupta and et.al, 2009; Hong, Hwang and Lin, 2003; Schepers and van den
Berg, 2007). It is a form of knowledge sharing in order to understand the organizational
functions, and to improve the organizational operational effect for the best
organizational performance (Cabrera et al., 2001). In addition, it is a collaboration of the
members in the organization (Day and Nedungadi, 1994), and the way to develop the
operations of the organization (Bettis and Prahalad, 1995).

As aforementioned, the novel organizational culture formation will have a
positive influence on business practice effectiveness, organizational innovation success,
and organizational excellence efficiency. Hence, the hypotheses are proposed as

follows:

Hypothesis 3a: Novel organizational culture formation has a positive

influence on business practice effectiveness.

Hypothesis 3b: Novel organizational culture formation has a positive

influence on organizational innovation success.

Hypothesis 3c: Novel organizational culture formation has a positive

influence on organizational excellence efficiency.
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Useful operational control establishment

The fourth dimension of organizational creativity capability is useful
operational control establishment. The main purpose of the useful operational control
establishment is to monitor decisions throughout the organization and to guide
employee behavior in desirable ways in order to increase the chances that an
organization’s objectives, including organizational performance, is to be achieved
(Kallunki et al., 2010; Langfield-Smith, 1997). An operational control system is defined
as a tool designed to assist the manager’s decision-making, consisting of both formal
and informal forms of controls (Chenhall and Euske, 2007). An operational control
system is defined as that which includes planning systems, reporting systems, and
monitoring procedures that are based on information use (Henri, 2006). Malmi and
Brown (2008) definition includes all those organizational arrangements and actions
designed to facilitate the achievement of performance goals with the least unintended
consequences.

In this research, useful operational control establishment refers to the focus
on methods and develops a good tracking performance to make the operation planned
and effective (Mahama, 2006).

However, useful operational control establishment represents an emblem of
survival in the organization that is high cost and time consuming to set up and use
(Sandino 2007). Many researchers have focused on the role useful operational control
establishment design, in an environment to implement useful operational control
establishment. However, this researched will focus on useful operational control
establishment. Taken all together, this discussion implies that useful operational control
establishment to promote the control system is present in all aspects of the operations of
the organization are necessary in the process of management as more exert effort on
behalf of their organization, to gain higher levels of firm success. As well as, capability
of organizing would mediate the relationship between useful operational control
establishment and firm success. Unless the performance is per the objectivity of useful
operational control establishment, no one could be rewarded despite the willingness of
the top management. Therefore, everything would be converted at a higher level of

productivity (Nilniyom and Ussahawanitchakit, 2009). Therefore, useful operational

~ Mahasarakham University



39

control establishment plays an essential role in organizational development (Abernethy
etal., 2004).

Hence, useful operational control establishment will have a positive
influence on business practice effectiveness, organizational innovation success, and

organizational excellence efficiency. These ideas lead to posit the following hypotheses.

Hypothesis 4a: Useful operational control establishment has a positive

influence on business practice effectiveness.

Hypothesis 4b: Useful operational control establishment has a positive

influence on organizational innovation success.

Hypothesis 4c: Useful operational control establishment has a positive

influence on organizational excellence efficiency.

Original performance evaluation system
Original performance evaluation system is the last dimension of

organizational creativity capability. Performance evaluation is a systematic review
process carried out to achieve organizational goals. To evaluate the performance of
management, the system enables organizations to manage existing resources more
effectively and to measure the effectiveness that has to be related to the goals of the
company (Wu, 2008). The traditional indicators are based on the operational and
financial restrictions in the evaluation of overall performance evaluation, as traditional
financial performance alone cannot measure the performance of covered operations.
Joshi (2001) said performance evaluation is to assess the importance of management
accounting. This suggests that both financial and nonfinancial measures are used to
measure performance and specifically looks at a business from four perspectives:
finance, customers, internal processes, and learning and growth (Cardinaels and Veen-
Dirks, 2010; Wu and Chang, 2012). Naranjo-Gil, Maas, and Hartmann (2009) refer to
the Balanced Scorecard (BSC) as a measure of performance that complements financial
measures with traditional measures of performance providing insight into more success

strategies of the organization. BSC provides a comprehensive set of indicators of
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current and future operating results. BSC is a holistic concept evaluation (Cebeci, 2009;
Chen, Hsu and Tzeng, 2011) that presents a balanced scorecard approach of how to
balance indicators in order to overcome these shortcomings.

In this research, performance evaluation competency refers to the focus of
the guidelines, approaches and methods of assessment measurement on operational
suitability for the work to be successful, goal-achieved and efficient (Mahama, 2006).

Moreover, performance evaluation is very important in an organization
because it supports frame phenomena in ways that affect our observations and
explanations of them, which in turn, affect decisions and actions (Johns, 2006).
Performance appraisal is included for staffing, training, involvement/participation,
compensation/rewards, and is considerate (Chuang and Liao, 2010). Furthermore, this
assessment model is helping organizations to design future strategies and set up
performance objectives of employees in order to attain the final target of the complete
organization. Performance evaluation is for attaining the intact target.In the meanwhile;
performance evaluation also retains the function of adjusting respective policies and
unifying the target of individuals and organizations (Green and Keim, 1983). Mahama
(2006) finds that performance measurement systems affect cooperation within the
organization and enhances organization performance. Performance evaluations are the
key factors to stimulate enthusiasm in the task and cooperation within the organization.

Hence, useful operational control establishment will have a positive
influence on business practice effectiveness, organizational innovation success, and

organizational excellence efficiency. These ideas lead to posit the following hypotheses.

Hypothesis 5a: Original performance evaluation system has a positive

influence on business practice effectiveness.

Hypothesis 5b: Original performance evaluation system has a positive

influence on organizational innovation success.

Hypothesis 5c¢: Original performance evaluation system has a positive

influence on organizational excellence efficiency.
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Business practice effectiveness

Organizational practice may also be relevant to the sense of external and
internal competition. Loo (2002) states that great firms are often compete against
themselves. In other words, firms may have best practices, yet, they can never be good
enough so they try to be better. It reflects organizational practices are likely to be
adapted for improving performance. As well as, operational effectiveness is defined as
the ability of an organization to achieve its absolute level of operational goals and
objectives of activities (Ostroff and Schmitt, 1993; Kumar and Gulati, 2010).
Mathiyalakan and Chung (1996) suggest effectiveness is the contribution towards
organizational goals. Business practice effectiveness refers to the perform in operations
to attain the business goal and maintain continuous better performance following the
mission and vision of the organization (Bolat and Yilmaz, 2009; Kumar and Gulati,
2010; Mouzas, 2006). And also, the effectiveness has reflected the overall performance
(Kumar and Gulati, 2010). The business practice effectiveness focuses on firms
continuously aproducing new service, service efficiency, a firm’s ability to maintain old
customers and attract new customers. The efficient service is the production and
distribution of products or services with a minimum of expenses or wasted resources
such that firms have a cost advantage in the market.

Moreover, the manufacturer of products or services conformity with
specifications or meeting customer needs has superior quality over competitors (Badri
and Davis, 2000). Many firms are aggressively seeking better ways to operate because
of the increase of competition in the business world. Business practice effectiveness
with the best operating performance is considered an important factor to competitive
advantage. With better operational performance, the products or services offered by an
organization should become more attractive to customers, and firms should have greater
business performance (Naveh and Marcus, 2005). There a body of empirical evidence
that indicates operation performance leads to business performance (Badri and Davis,
2000; Nath, Nachiappan and Ramanatan, 2010; Naveh and Marcus, 2005).

In this research, business practice effectiveness is the upper-level
achievement of the organization’s operations on goals, criteria, mission, and vision of
the organization (Ussahawanitchakit and Pongpearchan, 2010). Besides, effectiveness

has an influence on the overall performance (Kumar and Gulati, 2010). Business
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practice effectiveness with the best operating performance is considered an important
factor to competitive advantage. There is a body of empirical evidence that indicates
operation performance leads to business performance (Badri and Davis, 2000; Butler
Leong and Everett, 1996; Nath Nachiappan and Ramanatan, 2010; Naveh and Marcus,
2005).

This research proposes that firms with a higher effective practice of business

lead to achieve firm performance. Therefore, the hypotheses are posited as follows:

Hypothesis 6: Business practice effectiveness has a positive influence

on firm performance.

Organizational innovation success

Innovation is defined as “adoption of an internally generated or purchased
device system policy program process product or service that is new to the adopting
organization,” (Damanpour, 1991). In research Nasution et al., (2011) defined
innovation as “the creation of and first successful application of a new product or
process, the creation of a new idea, a form of knowledge, and a new way of delivering
quality or better value.” Organizational innovation is defined as “adoption of an
internally generated or purchased device, system, policy, program, process, product, or
service that is new to the adopting organization,” (Damanpour, 1991). It is the creation
of valuable and useful new products/services different within technology environment
and organizational context (Woodman et al., 1993). Incremental innovation relates to
creating new ideas and turning them into an organization’s activities for excellent
processes, products and services through interorganizational relationships (Hurley et al.,
2005). Likewise, innovation relates to product-line postponements or refining remaining
products as invented for radical innovation, and being products that are new to both the
market and the firm (Garcia and Calantone, 2002; Radas and Bozic, 2009).

In this research, organization innovation success is defined as the firm’s
ability to continuously produce, continuously service, sustain old customers, and attract
new customers. Organization innovation is a strategy used by system technology,
machinery, equipment, and innovation as well as idea generation, and opportunity

appreciation (Laforet and Tann, 2012). A business must attempt to create innovation for
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sustainable competitive advantage. Organizational innovation creativity may be created
for new technology, products, services and processes (Weber and Weber, 2007).
Likewise, innovation relates to product-line postponements or refining remaining
products as invented for radical innovation, being products that are new to both the
market and the firm (Garcia and Calantone, 2002; Radas and Bozic, 2009). In addition,
creativity is vital to organizational success and provides the foundation of the ideas for
innovation (Dewett and Gruys, 2007).

As a result, this research proposes that the greater organizational innovation
success will lead to greater business practice effectiveness, organizational excellence

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

Hypothesis 7a: Organizational innovation success has a positive

influence on business practice effectiveness.

Hypothesis 7b: Organizational innovation success has a positive

influence on organizational excellence efficiency.

Hypothesis 7c: Organizational innovation success has a positive

influence on firm performance.

Organizational excellence efficiency

Efficiency refers to the organizational goal achieved under the limited
resources available, thereby reducing the time of the operation for efficiently and
effectively fulfilling the needs of customers with accurate operational goals (Kumar and
Gulati, 2010). Similarly Ostroff and Schmitt (1993), has defined efficiency in the
literature of management as the utilization of resources (labor, machine, capacity, and
energy), and using resources for their best use of money and time, and accordingly
leading to increase business performance. It is based on the amount of money, raw
material, and employees necessary to produce a given level of outputs or the ability of
an organization to reach its absolute level of operational goals and objectives of the
activities (Daft, 2007). The efficiency concept is measured by the return on investment

or value for money (Khare, 2006). The right strategy is a very important exercise to
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maintain a high degree of efficiency in business (Mukherjee Nath and Pal, 2002).
Organizational excellence is based on the principles of customer focus, stakeholder
value, and process management through the systematic use of quality management
principles and tools in business management, with the goal of improving
performance.Organizational excellence is described as outstanding practices in
managing the organization and achieving results as the following: customer focus,
leadership and constancy of purpose, continuous learning, innovation and improvement,
partnership development,management by processes and facts, people development and
involvement, output orientation, and public responsibility of the European Foundation
for Quality Management (EFQM) in 1988.

In this research, the definition of organizational excellence efficiency refers
to the organizational goal achieved under the limited resources available, thereby
reducing the time of the operation for efficiently and effectively fulfilling the needs of
customers with accurate operational goals (Kumar and Gulati, 2010; Ostroff and
Schmitt, 1993). It is based on the amount of raw material, money, and employees
necessary to produce a given level of outputs or the ability of an organization to reach
its absolute level of operational goals and objectives of the activities (Daft, 2007). The
efficiency concept is measured by the return on investment or value for money .The
right strategy is a very important exercise to maintain a high degree of efficiency in
business (Mukherjee Nath and Pal, 2002).

In general, the critical links between organizational excellence models, best
practice, and benchmarking are fundamental to the success of the models as tools of
continuous improvement. Those phases evolve continuously within the ever-growing
organization, driving constant monitoring, optimization and re-evaluation (Hardjono
and van Marrewijk, 2001). Organizational excellence is considered a long-term process,
concerned with key strategic issues such as developing core functional processes, to be
the best, to motivate people to perform better, and to develop a quality to provide
excellent customer service. The outcome of business excellence is the best practice
within an organization, responding to strategic objectives, providing stakeholder
satisfaction, and sustaining firm competitiveness (Ritchie and Dale, 2000). In addition,
organizational excellence efficiency focuses on a measure of efficient appraisals of the

organization’s capability to attain output, seeing the minimum input level. Thus, the
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pursuit of corporate excellence is as a way of improvement of businesses for
competitive advantage via increasingly recognizing eight factors that are addressed by
EFQM (Hakes, 1997). Moreover, Achabal (1984) pointed out that efficiency mainly
links to costs at the minimum level and refers to assign resources across possible uses.
As a result, this research proposes that greater organizational excellence efficiency will

lead to greater firm performance. Therefore, the hypothesis is posited as follows:

Hypothesis 8: Organizational excellence efficiency has a positive

influence on firm performance.

Firm performance

Firm performance is used as a dependent variable in most outsourcing
research (Lee, 2000). Performance is established by implications of a firm’s strategy
(Venkatraman and Ramanujam, 1986). Moreover, firm performance is defined as the
firm’s overall outcome which achieves goals with effectiveness (applied from Lahiriet
al., 2009). Although business managers are often reassured by efficiency indicators
achieved by outsourcing activities, and many researchers use objective measures of
assessing firm performance (Mouzas, 2006), accounting based indicators such as ratio
or cost analysis, outsourcing is viewed as too complex and political, hence the objective
performance measurement is not entirely appropriate (Phusavat et al., 2009). Similar to
Venkatraman and Ramanujam (1986)’s suggestion, broader measures of firm
performance were different because of the differences in the research questions.
Therefore, in this research, firm performance will be measured by subjective
performance.

In previous research, Arthurs and Busenitz (2006), and Gao (2010) propose
that firm performance is a firm’s emphasis on success, which comprises the capability
in response to the customer demands and the adaptation capabilities in environmental
change. Similarly Barczak et al. (2008) explain that firm performance is the degree to
which the new product meets customer expectations with regards to sales, a market
share greater than its competitors, profitability, and the ability of the firm to respond to
customers and create customer satisfaction. Likewise Murray and Chao (2005) use new

product development speed, development cost efficiency, and product quality in order
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to reflect the performance. Moreover, performance reflects on profitability, sales growth,
and market share. Performance measure should capture firm performance at both
current and future levels. More explicitly, a broad and well-balanced performance
conceptualization, including financial and non-financial measure, will help marketers to
fully understand the performance consequences of their strategies (Varadarajan and
Jayachandran, 1999). Financial performance literally refers to financial measures, such
as profit margin, return on investment, and revenue growth; whereas marketing
performance implies measures such as the volume of new customers, sales volume, and
market share (Jaakkola et al., 2010; Kaynak and Kara, 2004). Moreover Morgan (2012)
argues that performance is the capability of a firm to increase sales volume and firm
activities which are the ultimate organizational goals in terms of financial performance.
Marketing performance can be measured in terms of accounting indicators such as cash
flows and profitability. In addition O’Sullivan and Abela (2007) suggest that marketing
performance is measured by return on assets (ROA), and return on investment (ROI).
However, firm performance can be measured by sales volume, sales growth, and market
share, whereas financial performance can be measured by profitability, a percentage of
sales, return on investment (ROI), profit margin, and profit growth (Hultman et al.,
2011).

In this research, firm performance refers to the perceptions of a firm
regarding the outcomes of a marketing strategy towards the customer, marketplace, and
financial benefits. In this section, the researcher intends to measure the organizational
performance that includes financial performance and market performance. Thus, the
respondents were asked to indicate their organization's performance in their market
segment over the past year, such as an increase in new customers, sales growth, market
share, profitability, revenue growth, and return on investment. Firms can achieve a
sustainable competitive advantage from resources and capabilities as strategic planning
and management skills (Barney, 1991; Conner and Prahalad, 1996). Hence, this
research expects organizational creativity capability to be positively related to firm
performance, showing that the generating of a organizational creativity capability as a
source of competitive advantage helps a firm to generate superior performance both in
the short- and long-term (Hurley and Hult, 1998; VVazquez et al., 2001).
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The Effects of the Antecedent Variables onOrganizational Creativity Capability

This research proposes that organizational creativity capability is gained from
the influence of both endogenous and exogenous organizational determinants. It
includes four antecedents of organizational creativity capability. Executive proactive
vision, strategic renewal mindset, and corporate resource readiness are the endogenous
determinants of a firm, whereas business environment complexity is the exogenous
determinant of a firm. This research tests what and how the antecedents of
organizational creativity capability have a significant effect on organizational creativity
capability as shown in Figure 3 below.

Figure 3 The Effects of the Antecedent Variables on Organizational Creativity Capability

Executive H9a-e (+)
Proactive Vision

Organizational Creativity

Capability
Strategic H10a-e (+
Renewal Mindset % New Management Method
| < Valuable Human
- Resource Development
Corporate Hlla-e (+ % Novel Organizational Culture
Resource Readiness Formation

%+ Useful Operational Control
Establishment
Business H12a-e (+ + Original Performance

Environment Complexity

Executive proactive vision
Vision is defined as the leader’s evaluation of the current status of the
business, and the leader looks forward to the future helping the business to achieve its
goals. Moreover, the leader’s vision and mission demonstrate the operation of the firm
at the present and in the future such as policies, objectives and emergency plans of the
organization. In addition, the vision positively influences the outcomes of the
organization such as motivating employees to work hard, commitment of the

organization, and corporate reputation (Fanelli Misangyi and Tosi, 2009). Likewise
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Brush (2008) investigates pioneering strategies leading to entrepreneurial success, and
the one thing which the firm will be focusing on is the vision of the manager or
executive. Besides, vision refers to the long range view of the executive’s concept to
develop products emphasizing technology utilization and innovativeness. Moreover, the
executive team will creatively plan now and for the future. On the other hand, the work
of Collins and Porras (1991) shows that organizational vision is the guideline or the
map of the organization which leads to the operation of firm performance. Likewise, the
leader who has a proactive vision will look forward and seek opportunities and that
focus on an innovative and technology perspective. Accordingly, the study of Gluck
(1981) suggests that a vision’s organizational power forces the organization to reach its
goals. Furthermore, leadership is the one intangible resource that positively influences
firm performance. Hence, leadership and vision is helpful to the firm leading it to
achieve its goal. Larwood et al., 1995) found that the vision of the organizationl
depends on the organizational types and sizes of the business. However, vision is the
tool related to the rapid changes of the firm. For example, in the globalized world where
there is environmental change, the firm will adapt policies and methods to help the
process work efficiently; it is a know-how development leading to firm performance.
Therefore, firm size has an influence on firm vision. Leadership and vision are helpful
in leading the firm to achieve its goals. Hence, the leaders are an important team that
leads an organization to firm strategy, and firm success (Brush, 2008; Collins and
Porras, 1991). There has been some research on the importance of vision as well as its
contribution to effective organizational outcomes.

In this research, executive proactive vision is defined as a viewed guideline
or an idealized goal to clarify of the firm’s operations with a forward-looking
perspective involving introducing new products or services ahead of the competition,
focusing on innovation, technology, newness, and dynamic technology. Moreover, it
analyses and understands environmental change (Gluck, 1981; Lumpkin and Dess,
2001; Phong-inwong and Ussahawanitchakit, 2012).

Thus, these seem to imply that executive proactive vision has a positive
influence on new management methods, valuable human resource development, novel

organizational culture formation, useful operational control establishment, and original
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performance evaluation system. As a result, this research proposes the following

hypotheses:

Hypothesis 9a: Executive proactive vision has a positive influence on

new management method.

Hypothesis 9b: Executive proactive vision has a positive influence on

valuable human resource development.

Hypothesis 9c: Executive proactive vision has a positive influence on

novel organizational culture formation.

Hypothesis 9d: Executive proactive vision has a positive influence on

useful operational control establishment.

Hypothesis 9e: Executive proactive vision has a positive influence on

original performance evaluation system.

Strategic renewal mindset
Guth and Ginsberg (1990) define strategic renewal as the “transformation

of organizations through renewed of the key ideas on which they are built.” Huff Huff
and Thomas (1992) define strategic renewal as the “viability of organizations that have
the capacity to frequently improve their alignment with internal and external demands.”
Sharma and Chrisman (1999) define strategic renewal as the “significant changes to an
organization’s business or corporate level strategy or structure.” Changes may involve
the customer base, technology, organizational structure, business model, and market
strategy. Strategic renewal entails the acquisition and use of new knowledge through
innovative behavior that leads to capability development and ultimately a modification
of the firm’s product-market domain (Floyd and Lane, 2000). Thus, the purpose and
direct effect of renewal is to replace or refurbish existing product lines, existing markets,
existing structural relationships, and/or existing resource configurations, usually in

response to performance that has fallen below aspiration levels (Cyert and March, 1963).
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Alterations of organization’s strategy have intent of regaining sustained competitive
advantage. Besides, strategic renewal explicitly in the present context is useful in that it
highlights the dual challenge of innovative behavior (e.g. new product development)
and subsequent change (e.g. customer response new market entry). In fact, the challenge
of strategic renewal is ‘‘the tension between exploration and exploitation,”’ (Crossan
and Berdrow, 2003). To put it simply, exploration is concerned with acquiring new
knowledge whereas exploitation focuses on the utilization of extant knowledge (March,
1991). In addition, creativity is vital to organizational success and provides the
foundation of the ideas for innovation (Dewett and Gruys, 2007). Exploratory
innovation relates to such activities as the development of new product offerings, as
distinct from exploitative or incremental innovation where extant offerings are modified
(Smith and Tushman, 2005). The merits of pursuing exploratory innovation are evident
from March’s (2006) observation that in the absence of exploration, exploitation causes
stagnation; new and useful directions will not be discovered. However, the creation of
new wealth is through new combinations of resources. It involves changing a firm’s
scope of business, competitive approach, or both, and building and creativity acquiring
new capabilities (Yui Lau and Bruton, 2007).

In this research, strategic renewal mindset as the organization recognizes
and the importance of modifying corporate strategies to improve or change the strategy
of the organization that lead to a competitive advantage (Guth and Ginsberg, 1990; Huff
Huff and Thomas, 1992; Sharma and Chrisman, 1999).

Thus, these seem to imply that strategic renewal mindset has a positive
influence on new management method, valuable human resource development, novel
organizational culture formation, useful operational control establishment, and original
performance evaluation system. As a result, this research proposes the following
hypotheses:

Hypothesis 10a: Strategic renewal mindset has a positive influence on

new management method.

Hypothesis 10b: Strategic renewal mindset has a positive influence on

valuable human resource development.
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Hypothesis 10c: Strategic renewal mindset has a positive influence on

novel organizational culture formation.

Hypothesis 10d: Strategic renewal mindset has a positive influence on
useful operational control establishment.

Hypothesis 10e: Strategic renewal mindset has a positive influence on

original performance evaluation system.

Corporate resource readiness

The resource is a tool for considering the strategic resources available to a
business. Resources include all firm assets, capabilities, organizational processes,
attributes, information, experience, knowledge, and technology. In a resource-based
perspective, resources can be tangible, intangible and personnel-based (Grant, 1991).
Likewise, these abilities comprise at least three dimensions: physical assets,
technologies and skills required to use them; human resources and organizational
capabilities such as culture and values; and the intangible resources of reputation and
radical expertise. However, if the firms have the resources in readiness and potentiality,
this advantage will support the firms to create new opportunity. The resource readiness
refers to a firm’s ability to allocate the existence of a firm’s resources to maximize
benefits, and the adequacy of a firm’s resource can compete with competitors (Tzokas
etal., 1997).

In this research, corporate resource readiness is defined as the fruitfulness of
both tangible and intangible factors for supporting the work of firm processes to achieve
firm targets (Barney, 1991; Barney and Muhanna, 2004).

In addition, Takeno (2001) indicates that utilizing the shared resource, the
updated information should also be gained and shared by processes including
information-sharing, resource-sharing, techniques and know-how sharing, and
opportunity-sharing. Firm resource readiness has been shared over the firm where the
capability to create new products, new services, and new processes will increase
(Barner, 1997; Kratzer et al., 2008). Thus, these seem to imply that corporate resource

readiness has a positive influence on new management method, valuable human
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resource development, novel organizational culture formation, useful operational
control establishment, and original performance evaluation system. As a result, this

research proposes the following hypotheses:

Hypothesis 11a: Corporate resource readiness has a positive influence

on new management method.

Hypothesis 11b: Corporate resource readiness has a positive influence

on valuable human resource development.

Hypothesis 11c: Corporate resource readiness has a positive influence

on novel organizational culture formation.

Hypothesis 11d: Corporate resource readiness has a positive influence

on useful operational control establishment.

Hypothesis 11e: Corporate resource readiness has a positive influence

on original performance evaluation system.

Business environment complexity
Business environment complexity is the change of the external

organizational environment in which business must adapt their operations to match with
changes in the economic, technological, social, and political factors outside the firm’s
control (Lissack and Gunz, 2005). Nicolau, (2005) defined environmental complexity as
the level of various business conditions which have ambiguity and instability or
heterogeneity of external events that are involve with the firm’s potential to
continuously perceive to explain rapid changes and adaptation to effectively cope with
change. Prempree and Ussahawanitchakit (2012) propose that environmental
uncertainty is the external factor which affects the practice and operation of a business
such as available material, the economy, technology, and competitiveness. Luo (2001)
proposes that environmental complexity means the heterogeneity, uncertainly, diversity,

and instability of environmental elements. Likewise, Limpsurapong and
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Ussahawanitchakit (2011) define business competition complexity as the heterogeneity,
diversity, uncertainly, and instability of business competition components, which
consist of the business dynamics, new competitor’s entry, number of competitors, and
competitor’s activity in the marketplace leading to higher diversity of the business
competition.

In this research, business environment complexity is defined as the firm’s
perception concerns heterogeneity, diversity, instability, and uncertainty, which are
external factors affecting the operation and strategies of the organization. Examples are
the changing of customer preferences, market demand diversity, increase of competitor
numbers, new competitors’ entry into the market, and technological change
(Limpsurapong and Ussahawanitchakit, 2011; Prempree and Ussahawanitchakit, 2012;
Luo, 2001; Zhou Yim and Tse, 2005).

In sum, business environment complexity is a factor contributing to the
development of organizational creativity capability. Thus, business environment
complexity will have a positive effect on each dimension of organizational creativity
capability (new management method, valuable human resource development, novel
organizational culture formation, useful operational control establishment, and original

performance evaluation system). Thus, the hypotheses are posited as follows:

Hypothesis 13a: Business environment complexity has a positive

influence on new management method.

Hypothesis 13b: Business environment complexity has a positive

influence on valuable human resource development.

Hypothesis 13c: Business environment complexity has a positive

influence on novel organizational culture formation.

Hypothesis 13d: Business environment complexity has a positive

influence on useful operational control establishment.
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Hypothesis 13e: Business environment complexity has a positive
influence on original performance evaluation system.
The Moderating Effect of, Organizational Well-roundedness, Organizational
Learning Capability, and Transformational Orientation on the Relationships
Among the Antecedents of Organizational Creativity Capability, Organizational

Creativity Capability and Its Outcomes

This research assigns organizational well-roundedness, organizational learning
capability, and transformational orientation, as the three moderating variables on the
relationships among the antecedents of organizational creativity capability,
organizational creativity capability and its outcomes. This part describes the influence
of organizational well-roundedness on the relationships among five dimensions of
organizational creativity capability (new management method, valuable human resource
development, novel organizational culture formation, useful operational control
establishment, and original performance evaluation system) and business practice
effectiveness, organizational innovation success, and organizational excellence
efficiency. As well as, it explores the influence of organizational learning capability on
the relationships among business practice effectiveness, organizational innovation success,
organizational excellence efficiency, and firm performance. As well as, it researches the
influence of transformational orientation on the relationships among the antecedents of
organizational creativity capability and five dimensions of organizational creativity
capability (new management method, valuable human resource development, novel
organizational culture formation, useful operational control establishment, and original

performance evaluation system) which are shown in Figure 4 below.
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Figure 4 The Moderating Effect ofOrganizational Learning Capability,

Organizational Well-roundedness, and Transformational Orientation

on the Relationships Among the Antecedents of Organizational

Creativity Capability, Organizational Creativity Capability and Its

Outcomes
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In this research, Organizational well-roundedness as the resources of the

organization that involves a variety of aspects such as knowledge, skills and abilities

related to the operation and management of the organization. Additionally, the

organization is well-roundedness; the ability to manage the operations of the

organizations involved in the governance design and redesigning business operations

related to the conversion of resources into products and services that are available

effective way to increase the profitability of the organization has the knowledge and

experience of the organization.

Previous studies indicated that the ability of organizational well-

roundedness has an impact on firm performance (Ghrairi, 2011; Herri, 2011; Tanriverdi,

2005). Furthermore, organizational well-roundedness directly related to process
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improvement, particularly those involving the coordination of cross-functional within
the organization. Therefore, organizational well-roundedness that focuses on the
coordination of internal and external organizations that leads to firm growth and new
business development (Zott and Amit, 2007) from the knowledge and experience of the
organization. Most especially, organizational well-roundedness is important for editing
make decisions on certain issues such as quality management, product design, process
design, capacity, location, layout design, human resources, and supply chain
management, material requirements planning, scheduling and short-term projects and
maintenance. Therefore, organizations that have an impact on the decisions made
roundedness is valuable because it is acceptable to all parties involved, and it also
affects the company's success.

Ultimately, organizational well-roundedness is treated as a moderating
variable which has a positive effect on the relationships among the five dimensions of
organizational creativity capability (new management method, valuable human resource
development, novel organizational culture formation, useful operational control
establishment, and original performance evaluation system) and business practice
effectiveness, organizational innovation success, and organizational excellence
efficiency. Therefore, firms with more organizational well-roundedness will enhance
organizational creativity capability to increase the business practice effectiveness,
organizational innovation success, and organizational excellence efficiency. Hence, the

hypotheses are posited as follows:

Hypothesis 13a: Organizational well-roundedness will positively
moderate the relationship between new management method and organizational

innovation success.

Hypothesis 13b: Organizational well-roundedness will positively
moderate the relationship between new management method and business practice

effectiveness.
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Hypothesis 13c: Organizational well-roundedness will positively
moderate the relationship between new management method and organizational

excellence efficiency.

Hypothesis 14a: Organizational well-roundedness will positively
moderate the relationship between valuable human resource development and

organizational innovation success.

Hypothesis 14b: Organizational well-roundedness will positively
moderate the relationship between valuable human resource development and

business practice effectiveness.

Hypothesis 14c: Organizational well-roundedness will positively
moderate the relationship between valuable human resource development and

organizational excellence efficiency.

Hypothesis 15a: Organizational well-roundedness will positively
moderate the relationship between novel organizational culture formation and

organizational innovation success.

Hypothesis 15b: Organizational well-roundedness will positively
moderate the relationship between novel organizational culture formation and

business practice effectiveness.

Hypothesis 15c: Organizational well-roundedness will positively
moderate the relationship between novel organizational culture formation and

organizational excellence efficiency.

Hypothesis 16a: Organizational well-roundedness will positively

moderate the relationship between and organizational innovation success.
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Hypothesis 16b: Organizational well-roundedness will positively
moderate the relationship between useful operational control establishment and

business practice effectiveness.

Hypothesis 16¢: Organizational well-roundedness will positively
moderate the relationship between useful operational control establishment and

organizational excellence efficiency.

Hypothesis 17a: Organizational well-roundedness will positively
moderate the relationship between original performance evaluation system and

organizational innovation success.

Hypothesis 17b: Organizational well-roundedness will positively
moderate the relationship between original performance evaluation system and

business practice effectiveness.

Hypothesis 17c: Organizational well-roundedness will positively
moderate the relationship between original performance evaluation system and

organizational excellence efficiency.

Organizational learning capability

Organizational learning is “development of new knowledge or insights that
have the potential to influence behavior,” (Slater and Narver, 1995). Dawes et al. (2007)
defined organizational learning as a process that acquires knowledge that is stored in the
organization. Madsen and Desai (2010) proposed that organizational learning focuses
on the development of knowledge and a knowledge base of the organization to support
the development of organizational efficiency. Huang and Chu (2010) defined it as the
process that allows organizations to actively improve through an increase in knowledge
and understanding of the processes that occur within the organization. Organizational
learning capability refers to the organizational and managerial characteristics that
facilitate the organizational learning process (Dibella et al., 1996; Goh and Richards,

1997).Alegre and Chiva (2008) argue that learning capability is a bundle of tangible and
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intangible resources or skills of the firm which enhances the firm’s opportunity to
achieve competitive advantage in new forms. Moreover, Tohidi and Jabbari (2012) also
defined organizational learning capability as “an organization’s ability to learn from its
experiences and pass them on through time and borders.” Organizational learning
capability is the firm’s ability of having acquisition capacity, assimilation capacity,
transformative capacity, and exploitation capacity (Camison and Foreés, 2011; Flatten,
Engelen, Zahra and Brettel, 2011).

In this research, organizational learning capability is defined as the ability of
an organization to create and develop knowledge based on the commitment of the
management systems perspective, knowledge absorption, knowledge transformation,
knowledge transfer, and integration of all processes in an organization and contribute to
the effective implementation of both short and long term.

Based on previous research, empirical findings also support that learning
has a significant positive impact on performance (Baker and Sinkula, 1999). Zellmer-
Bruhn and Gibson (2006) state that team learning positively influences task
performance, quality of interpersonal relations, and organizational outcomes
(Hanvanich et al., 2006; Ruiz-Mercader et al., 2006). Moreover, Alegre and Chiva’s
(2008) research provides the evidence of a positive relationship between organizational
learning capability and product innovation performance. Furthermore, the
organizational learning capability also has a positive impact on firm performance and a
sustained competitive advantage (Flatten et al., 2011).

In this research, organizational learning capability is treated as a moderating
variable which has a positive effect on the relationships among the organizational
creativity capability outcomes (i.e., business practice effectiveness, organizational
innovation success, and organizational excellence efficiency), and firm performance.
Hence, firms which have more organizational learning capability will enhance the
organizational creativity capability outcomes to increase the firm performance.

Therefore, the hypotheses are posited as follows:

Hypothesis 18: Organizational learning capability will positively
moderate the relationship between organizational innovation success and firm

performance.
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Hypothesis 19: Organizational learning capability will positively
moderate the relationship between business practice effectiveness and firm

performance.

Hypothesis 20: Organizational learning capability will positively
moderate the relationship between organizational excellence efficiency and firm

performance.

Transformational orientation

Transformational orientation is a part of strategic orientation, which
Venkatraman (1989) defines as a set of behaviors which operationalizes the firm's
strategy. Gatignon et al. (1997) define strategic orientation as the specific approach a
firm implements to create superior and continuous performance. Noble et al., (2002)
define a firm’s strategic orientation as the deep-rooted set of values and beliefs that
guides its managerial actions and resource assortment. Lau et al., (2008) define strategic
orientation as the business direction and objectives that the top management of a firm
wants to achieve. In conclusion, strategic orientation is processes, practices, principles
and business direction which achieve continuous superior performance under
competition.

Transformation refers to an ability to rapidly adapt aspects of the
organization in the face of new opportunities or threats to the environment (Birkinshow,
2000). Bass et al., (2003) propose that transformation is the selected way to change or
improve the overall organization. Several studies have classified flexibility into internal
and external flexibility, which affect the formal structure, strategy, policy and other
parts of management in the organization (Limpsurapong et al., 2011). This is consistent
with Sookaneknun and Ussahawanitchakit (2012) who propose that transformation can
affect organizational strategy, policy, operation, and performanceon develop for
knowledge and skills of organization. Consequently, the organization should be aware
of the situation to appropriately implement transformation of the business (Correa et al.,
2007).

In this research, transformational orientation is defined as a concept of

organizational management, for change, consistent with the flexibility of the
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organization to improve the policy, strategy, processes, practices, management, and
format structure so as appropriate situations and goals of organizational. This affects the
management, culture, operations, practice, principles and other aspects of the
organization to be dynamic and successful according to the main goals of the
organization to create a competitive advantage and survive in a changing situation under
competition.

Ultimately, transformational orientation is treated as a moderating variable
which has a positive effect on the relationships among the antecedents of organizational
creativity capability and five dimensions of organizational creativity capability (new
management method, valuable human resource development, novel organizational
culture formation, useful operational control establishment, and original performance
evaluation system). Therefore, firms which have more transformational orientation will
enhance antecedent of organizational creativity capability to increase the organizational

creativity capability. Hence, the hypotheses are posited as follows:

Hypothesis 21a: Transformational orientation will positively moderate

the relationship between executive proactive vision and new management method.

Hypothesis 21b: Transformational orientation will positively moderate
the relationship between executive proactive vision and valuable human resource

development.

Hypothesis 21c: Transformational orientation will positively moderate
the relationship between executive proactive vision and novel organizational culture

formation.

Hypothesis 21d: Transformational orientation will positively moderate
the relationship between executive proactive vision and useful operational control

establishment.
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Hypothesis 21e: Transformational orientation will positively moderate
the relationship between executive proactive vision and original performance

evaluation system.

Hypothesis 22a: Transformational orientation will positively moderate

the relationship between strategic renewal mindset and new management method.

Hypothesis 22b: Transformational orientation will positively moderate
the relationship between strategic renewal mindset and valuable human resource
development.

Hypothesis 22c: Transformational orientation will positively moderate
the relationship between strategic renewal mindset and novel organizational culture

formation.

Hypothesis 22d: Transformational orientation will positively moderate
the relationship between strategic renewal mindset and useful operational control

establishment.

Hypothesis 22e: Transformational orientation will positively moderate
the relationship between strategic renewal mindset and original performance

evaluation system.

Hypothesis 23a: Transformational orientation will positively moderate

the relationship between corporate resource readiness and new management method.

Hypothesis 23b: Transformational orientation will positively moderate
the relationship between corporate resource readiness and valuable human resource

development.

Hypothesis 23c: Transformational orientation will positively moderate
the relationship between corporate resource readiness and novel organizational

culture formation.
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Hypothesis 23d: Transformational orientation will positively moderate
the relationship between corporate resource readiness and useful operational control

establishment.

Hypothesis 23e:Transformational orientation will positively moderate
the relationship between corporate resource readiness and original performance

evaluation system.

Hypothesis 24a: Transformational orientation will positively moderate
the relationship between business environment complexity and new management
method.

Hypothesis 24b: Transformational orientation will positively moderate
the relationship between business environment complexity and valuable human

resource development.

Hypothesis 24c: Transformational orientation will positively moderate
the relationship between business environment complexity and novel organizational

culture formation.

Hypothesis 24d: Transformational orientation will positively moderate
the relationship between business environment complexity and useful operational

control establishment.

Hypothesis 24e: Transformational orientation will positively moderate
the relationship between business environment complexity and original performance
evaluation system.

Summary

In conclusion, organizational creativity capability is the main concern of this

research that is focused on its antecedents and its consequences. In this research,
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organizational creativity capability has five dimensions comprised of new management
method, valuable human resource development, novel organizational culture formation,
useful operational control establishment, and original performance evaluation system.
Moreover, this research investigates the impact of business practice effectiveness,
organizational innovation success, and organizational excellence efficiency on firm
performance. Furthermore, this research also investigates the influence of four
antecedents including executive proactive vision, strategic renewal mindset, corporate
resource readiness, and business environment complexity on each dimension of
organizational creativity capability. In addition, three variables as the moderators are
transformational orientation, organizational well-roundedness and organizational
learning capability in which transformational orientation stimulates the relationships
among the antecedents of organizational creativity capability (executive proactive
vision strategic renewal mindset corporate resource readiness and business environment
complexity) and five dimensions of organizational creativity capability; whereas
organizational well-roundedness stimulates the relationships among five dimensions of
organizational creativity capability and the three outcomes of organizational creativity
capability (business practice effectiveness, organizational innovation success, and
organizational excellence efficiency); whereas organizational learning capability
stimulates the relationships among the three outcomes of organizational creativity
capability (business practice effectiveness, organizational innovation success, and
organizational excellence efficiency) and firm performance.

This chapter discusses the theoretical foundations, the literature review, and the
hypotheses development. Consequently, this chapter has detailed the three theoretical
foundations, including the resource-advantage theory, contingency theory and the
organizational learning theory. Moreover, this chapter demonstrates the literature
review with all its constructs in the conceptual model of organizational creativity
capability, as well as its antecedents, its consequences, and its moderators. Finally, the
hypotheses development has proposed a set of twenty five testable hypotheses.
Therefore, the related hypotheses are postulated and the summary of all hypotheses are
presented in Table 3as shown below.

The next chapter describes the research methods including the sample selection

and data collection procedure, the variable measurements of each construct, the
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instrumental verification, the statistics and equations to test all twenty five hypotheses,

and the summarized definitions and operational variables of the constructs for the

research.
Table 3 Summary of Hypothesized Relationships
Hypothesis Description of Hypothesized Relationships

Hla New management method has a positive influence on business practice
effectiveness.

Hi1b New management method has a positive influence on organizational
innovation success.

Hic New management method has a positive influence on organizational
excellence efficiency.

H2a Valuable human resource development has a positive influence on
business practice effectiveness.

H2b Valuable human resource development has a positive influence on
organizational innovation success.

H2c Valuable human resource development has a positive influence on
organizational excellence efficiency.

H3a Novel organizational culture formation has a positive influence on
business practice effectiveness.

H3b Novel organizational culture formation has a positive influence on
organizational innovation success.

H3c Novel organizational culture formation has a positive influence on
organizational excellence efficiency.

H4a Useful operational control establishment has a positive influence on
business practice effectiveness.

H4b Useful operational control establishmenthas a positive influence on

organizational innovation success.
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Table 3 (Continued)

Hypothesis Description of Hypothesized Relationships

H4c Useful operational control establishment has a positive influence on
organizational excellence efficiency.

H5a Original performance evaluation system has a positive influence on
business practice effectiveness.

H5b Original performance evaluation system has a positive influence on
organizational innovation success.

H5c Original performance evaluation system has a positive influence on
organizational excellence efficiency.

H6 Business practice effectiveness has a positive influence on firm
performance.

H7a Organizational innovation success has a positive influence on business
practice effectiveness.

H7b Organizational innovation success has a positive influence on
organizational excellence efficiency.

H7c Organizational innovation success has a positive influence on firm
performance.

H8 Organizational excellence efficiency has a positive influence on firm
performance.

H9a Executive proactive vision has a positive influence on new
management method.

H9b Executive proactive vision has a positive influence on valuable human
resource development.

H9c Executive proactive vision has a positive influence on novel
organizational culture formation.

Hod Executive proactive vision has a positive influence on useful

operational control establishment.
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Table 3 (Continued)

Hypothesis | Description of Hypothesized Relationships

H9% Executive proactive vision has a positive influence on original
performance evaluation system.

H10a Strategic renewal mindset has a positive influence on new management
method.

H10b Strategic renewal mindset has a positive influence on valuable human
resource development.

H10c Strategic renewal mindset has a positive influence on novel
organizational culture formation.

H10d Strategic renewal mindset has a positive influence on useful
operational control establishment.

H10e Strategic renewal mindset has a positive influence on original
performance evaluation system.

Hlla Corporate resource readiness has a positive influence on new
management method.

H11b Corporate resource readiness has a positive influence on valuable
human resource development.

Hllc Corporate resource readiness has a positive influence on novel
organizational culture formation.

H1ld Corporate resource readiness has a positive influence on useful
operational control establishment.

Hille Corporate resource readiness has a positive influence on original
performance evaluation system.

H12a Business environment complexity has a positive influence on new
management method.

H12b Business environment complexity has a positive influence on valuable

human resource development.
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Hypothesis Description of Hypothesized Relationships

H12c Business environment complexity has a positive influence on novel
organizational culture formation.

Hi2d Business environment complexity has a positive influence on useful
operational control establishment.

H12e Business environment complexity has a positive influence on original
performance evaluation system.

H13a Organizational well-roundedness will positively moderate the
relationship between new management method and business practice
effectiveness.

H13b Organizational well-roundedness will positively moderate the
relationship between new management method and organizational
innovation success.

H13c Organizational well-roundedness will positively moderate the
relationship between new management method and organizational
excellence efficiency.

H14a Organizational well-roundedness will positively moderate the
relationship between valuable human resource developmentand
business practice effectiveness.

H14b Organizational well-roundedness will positively moderate the
relationship between valuable human resource developmentand
organizational innovation successes.

Hl4c Organizational well-roundedness will positively moderate the
relationship between valuable human resource developmentand
organizational excellence efficiency.

H15a Organizational well-roundedness will positively moderate the

relationship between novel organizational culture formation and

business practice effectiveness.
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Hypothesis

Description of Hypothesized Relationships

H15b

Organizational well-roundedness will positively moderate the
relationship between novel organizational culture formation and

organizational innovation success.

H15c

Organizational well-roundedness will positively moderate the
relationship between novel organizational culture formation and

organizational excellence efficiency.

H16a

Organizational well-roundedness will positively moderate the
relationship between useful operational control establishment and

business practice effectiveness.

H16b

Organizational well-roundedness will positively moderate the
relationship between useful operational control establishment and

organizational innovation success.

H16c

Organizational well-roundedness will positively moderate the
relationship between useful operational control establishment and

organizational excellence efficiency.

H17a

Organizational well-roundedness will positively moderate the
relationship between original performance evaluation system and

business practice effectiveness.

H17b

Organizational well-roundedness will positively moderate the
relationship between original performance evaluation system and

organizational innovation success.

H17c

Organizational well-roundedness will positively moderate the
relationship between original performance evaluation system and

organizational excellence efficiency.

H18

Organizational learning capability will positively moderate the
relationship between organizational innovation successand firm

performances.
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Table 3 (Continued)

Hypothesis

Description of Hypothesized Relationships

H19

Organizational learning capability will positively moderate the
relationship between business practice effectivenessand firm

performances.

H20

Organizational learning capability will positively moderate the
relationship between organizational excellence efficiencyand firm

performances.

H21a

Transformational orientation will positively moderate the relationship

between executive proactive vision and new management method.

H21b

Transformational orientation will positively moderate the relationship
between executive proactive visionand valuable human resource

developments.

H21c

Transformational orientation will positively moderate the relationship
between executive proactive visionand novel organizational culture

formations.

H21d

Transformational orientation will positively moderate the relationship
between executive proactive visionand useful operational control

establishments.

H21le

Transformational orientation will positively moderate the relationship
between executive proactive visionand original performance evaluation

systems.

H22a

Transformational orientation will positively moderate the relationship

between strategic renewal mindset and new management method.

H22b

Transformational orientation will positively moderate the relationship
between strategic renewal mindset and valuable human resource

development.

H22c

Transformational orientation will positively moderate the relationship
between strategic renewal mindset and novel organizational culture

formation.
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Table 3 (Continued)

Hypothesis Description of Hypothesized Relationships

H22d Transformational orientation will positively moderate the relationship
between strategic renewal mindset and useful operational control
establishment.

H22e Transformational orientation will positively moderate the relationship
between strategic renewal mindsetand original performance evaluation
systems.

H23a Transformational orientation will positively moderate the relationship
between corporate resource readiness and new management method.

H23b Transformational orientation will positively moderate the relationship
between corporate resource readiness and valuable human resource
development.

H23c Transformational orientation will positively moderate the relationship
between corporate resource readiness and novel organizational culture
formation.

H23d Transformational orientation will positively moderate the relationship
between corporate resource readiness and useful operational control
establishment.

H23e Transformational orientation will positively moderate the relationship
between corporate resource readiness and original performance
evaluation system.

H24a Transformational orientation will positively moderate the relationship
between business environment complexity and new management
method.

H24b Transformational orientation will positively moderate the relationship

between business environment complexityand valuable human

resource developments.
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Table 3 (Continued)

Hypothesis Description of Hypothesized Relationships

H24c Transformational orientation will positively moderate the relationship
between business environment complexity and novel organizational
culture formation.

H24d Transformational orientation will positively moderate the relationship
between business environment complexity and useful operational
control establishment.

H24e Transformational orientation will positively moderate the relationship

between business environment complexity and original performance

evaluation system.
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CHAPTER 11

RESEARCH METHODS

Prior chapter described to intensely understand organizational creativity
capability with theoretical foundation, literature review, conceptual framework, and
hypotheses development. Subsequently, research methods comfort to obviously answer
with testable hypotheses. Research methods are elaborated in this chapter with four
components: sample selection and data collection procedure, measurements, methods,
and statistical analysis. This chapter is organized as follows. Firstly, the sample
selection and data collection procedures, including population, sample, data collection,
and test of non-response bias are detailed. Secondly, the variables measurements are
developed. Thirdly, the instrumental verifications, including the test of validity and
reliability and the statistical analysis, are presented. Finally, the table of summary of

definitions and operational variables of constructs is included.

Sample Selection and Data Collection Procedure

Population and Sample

In this research the population and sample are the software businesses in
Thailand. Total population of 535 is from the database of the Thailand Board of
Investment. (www.boi.go.th.).Due to the population size approaching 550, the required
sample size to be a representative of the software in this research is 226, which is a
minimum usable sample size (Krejcie and Morgan, 1970). However, since
organizational research often uses a survey as a data-collection method, the response
rates are typically lower than 100 percent (Bartlett et al., 2001). Menon et al (1999)
indicate that average top management survey response rates are in the range of 15-20
percent. In accordance with prior suggestions, oversampling is needed to ensure a
minimum sample size is achieved (Bartlett et al., 2001), This research assumes a
required sample size as 20 percent and to maximize response rate up to 100 percent, this
research systematically confines 1,130 (226x5) firm. Nevertheless, the number of

software business populations was only 535 firms. Thus, it was necessary to determine
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the 535 population as the sample size for mail survey in this research.

For this research, the software businesses are interesting to investigate for
several reasons. First, the software products sector is greatly important to the country’s
economic development; it can prominently help create an international economy.
Nowadays, Thailand is increasing its domestic demands and changes in the lifestyle of
Thai consumers, particularly in the growing middle class, and consequently the software
processing industry has grown significantly over the last decade.

Apart from that, there has been no known previous empirical research
having investigated the influence of organizational creativity capability on firm
performance in Thailand. The sample of this research is chosen from the online database
of the Thailand Board of Investment which provides a total of 535 existing firms
(Thailand Board of Investment, 2014).The source of data used in this research is
collected through a selected list of 535 software businesses which are recorded in March
2014. Therefore, the 535 firms of software business are an appropriate sample for a
distributed mail survey which is the efficient population for the research. As a result, the
questionnaires are directly distributed to 535executives of software firms in Thailand.

Data Collection

In this research, the main research instrument is a self-administered
questionnaire, initially designed based on previous studies. The causes to use this
instrumentare because a mail survey reaches a greater number of firms at a lower cost,
saving time, has less distribution bias, puts less pressure for an immediate response on
the potential informants, and gives respondents a greater feeling of autonomy. Besides,
in reducing a possible desirability bias, the researcher promises all individual responses
will be kept completely confidential, and no information would be revealed or shared
with any outside party without an informant’s written permission (Neuman, 2006;
Sittimalakorn and Hart, 2004; Yasamorn, 2011).

The key informants are the executives, directors, or managers of software
firms in Thailand. The executive, director, or manager is selected as the key informant
because these positions have a major responsibility in the function of the organization.
Moreover, these key informants are appropriate because they determine the business
policy and strategy, as well as can provide the real information and true understanding

of their business. Thus the information is more valid. The questionnaires were directly
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distributed to the executive of software firms in Thailand by a mail survey. Then, the
completed questionnaires were directly sent back to the researcher within four weeks by
the prepared returned envelopes for ensuring confidentiality. Then, for the undelivered
mail, firms which are no longer in business will be eliminated.

Each set of questionnaire package consisted of a questionnaire, a letter with
a description of the research, and a postage pre-paid reply envelope.This package was
distributed to each key informant. The total numberof questionnaires sent were
535packages mailed in April2014. The collection plan of data was received. At the first
step, the questionnaire was answered and sent to the researcher in the first three weeks
after the first mailing. After five weeks, to increase response rate, a following up
postcard was sent to all firms to be thankful and remind them to complete the
questionnaire and to request them to cooperate in answering it. In summary, duration of
data collection was approximately sixteen weeks, which the total of 107 responded
questionnaires were received.

In this research, the data were collected using a questionnaire consisting of
seven parts. The choices of the questionnaire use multiple-choice and scale questions,
because it is easier and quicker for respondents to answer and easier to code and
statistically analyze (Neuman, 2006). Episode one asks the key informants for personal
information such as gender, age, and marital status, level of education, working
experience, revenue, and current position. Episode two contains the questions about the
general information and history of the business, such as number of business owner
types, location of business, operational years, operational capital, the firm’s average
revenues per year, and number of full-time employee. Episode three through part six are
related to evaluate each of the constructs in the conceptual model which measures items
anchored by a five-point Likert scale, ranging from 1(strongly disagree) to 5 (strongly
agree). According to Nunnally (1978) and Neuman (2006), for the number of choices, it
was better to use four to eight categories, beyond this were not meaningful and it would
become confused. Therefore, using five categories was appropriate for creating a
refined measure. All constructs were developed for measuring from the definition of
each, as well as from previous literature reviews.

Episode three requests information for five dimensions of organizational

creativity capability, that consists of new management method, valuable human resource
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development, novel organizational culture formation, useful operational control
establishment, and original performance evaluation system. Next, Episode four asks for
the perceptions of business practice effectiveness, organizational innovation success,
organizational excellence efficiency, and firm performance. Episode five enquires about
the perceptions of the internal factors of organizational creativity capability consisting
of executive proactive vision, strategic renewal mindset, corporate resource readiness,
transformational orientation, organizational well-roundedness, and organizational
learning capability. Respectively, episode six contains questions about the perceptions
of the two variables of the external factors that have an impact on organizational
creativity capability consisting of business environment complexity. Finally, Episode
seven includes an open-ended question for the informant’s suggestions and opinions
regarding the management of software business in Thailand. Appendix E and F present
both English and Thai version of the questionnaire in this research.

According to a questionnaire mailed to respondents, 61 surveys were
undeliverable because some firms were no longer in business or had moved to unknown
addresses. The undeliverable surveys were deducted from the original 535surveys. As a
result, the valid mailing was 474 surveys and 107 of them were received. Due to 3
found incomplete and with response errors, they were deducted from further analysis.
Of the surveys completed and received, only 104 were usable. The effective response
rate was approximately 21.94%. According to Aaker et al. (2001), a 20% response rate
for a mail survey, without an appropriate follow-up procedure, is considered acceptable.
Table 4 shows the results of questionnaire mailing used for analysis in this research.
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Table 4 the Details of Questionnaire Mailing

Details Numbers
Amount of questionnaire mailing 535
Number of undelivered questionnaires 61
Number of successful questionnaire mailing 474
Received questionnaires 107
Unusable questionnaires 3
Usable questionnaires 104
Response Rate (104/474) x 100 21.94%

Test of Non-Response Bias

The testing of non-response bias is the important step before the sample is
generalized to the population. Most mail surveys have been criticized for a non-
response bias. Therefore, the t-test statistic comparisons of the firm characteristics are
used to test the difference between the early group and the late group of respondents in
order to test a non-response bias. This method is used to prevent possible response bias
of the problems between the respondents and non-respondents (Armstrong and Overton,
1977). Following recommendations of Armstrong and Overton (1977), a non-response
bias is tested by employing a t-test to compare the differences of group means of
organizational demographics between early and late responding firms. The expected
result should reveal non-statistically significant differences between them to reject a
non-response bias.

In this research, all 104 received questionnaires were separated into two
equal groups. The first fifty percent of responses were defined as the early group of
respondents (n = 52) and the last fifty percent of responses were defined as the late
group of respondents (n = 52). Then, 52 responses from the early group were used to
test the difference with 52 responses received from the late group by the t-test statistics
in various firm characteristics which consisted of business owner type, location of
business, operational years, operational capital, average revenue per year and the
number of full time employees. The results of the t-test statistics reveal that there are no
statistically significant difference between the two groups in the overall variables
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including business owner type, location of business, operational years, operational
capital, average revenue per year, and the number of full time employees. Thus, non-
response bias does not pose a significant problem for this research. The results of non-

response bias test are shown in Appendix A.

Measurements

The measure of developmental procedures are relevant to multiple items
adjusted for measuring each construct in the conceptual model due to the abstraction of
the construct. Variables are measured from the definition and adapted from prior
literature, by a five-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly
agree). Consequently, the contents of variable measurements are comprised of the
dependent variable, the independent variables, the moderating variables, and the
controlled variables described below.

Dependent Variable

Firm performance. Firm performance refers to the perception of a firm
concerning the outcomes of organizational capability towards the customer,
marketplace, and financial benefits. Firm performance measures both financial
performance and market performance, which are an organization’s performance in their
market segment over the past year, such as an increase in new customers, sales growth,
market share, profitability, revenue growth, and return on investment.This construct is
developed as a new scale from the definition, literature review, and adapted from
Phokha and Ussahawanitchakit (2011) which includes five-item scale.

Independent Variables

This research consists of 13 independent variables divided into three
groups.The first group is the core construct of this research, which is organizational
creativity capability that comprises five dimensions: new management method, valuable
human resource development, novel organizational culture formation, useful operational
control establishment, and original performance evaluation system. The measure of each
construct depends on its definition, which is also detailed.

New management method. New management method relates to the ability of

a firm to generate and develop new processes, new products, and new methods for
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operations. It is measured by creating new processes, and new methods of operations,
promotion among staff of new concepts, new information and knowledge development,
and support budget for creating new ideas.The measure is created as a new scale with
five-items developed from the definition and literature review.

Valuable human resource development. Valuable human resource
development is the firm’s perception of the importance of human resource as a valuable
asset. The staff will help the organization's operations more efficiently through
knowledge, skills, talent, intellectual ability, and know-how that aligns with the
organization’s mission and strategic goals required to develop and release human
expertise via development and training for increasing new knowledge, skills and the
ability of employees. The measure is created as a new scale with four-items developed
from the definition and literature review.

Novel organizational culture formation.Novel organizational culture
formation is the pattern of beliefs in learning, exposure, exchange, and integration of
new and beneficial things to improve the firm’s operations, practices, and management
in each function. It is value the organization employs to accept new ideas and processes
which is important for creative activities in organizations (Chaveerug and
Ussahawanitchakit, 2008). The measure is created as a new scale with three-items
developed from the definition and literature review.

Useful operational control establishment. Useful operational control
establishment is measured by a firm’s capabilitytofocus on methods and develop a good
tracking performance system to make the operation planned and effective (Mahama,
2006).The measure is created as a new scale with four-item developed from the
definition and literature review.

Original performance evaluation system.Original performance evaluation
system is measured by focusing on the guidelines, approaches and methods of
assessment, measurement on operational suitability for the work to be successful, goal-
achieved and efficient (Mahama, 2006).The measure is created as a new scale with four-

item developed from the definition and literature review.
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Consequent Variables

The second group is the consequence of organizational creativity capability;
namely, business practice effectiveness, organizational innovation success, and
organizational excellence efficiency. The measure of each dimension conforms to its
definition to be discussed as follows.

Business practice effectiveness. Business practice effectiveness is assessed
by the upper-level achievement of an organization’s operations regarding goal; criteria,
mission, and vision of the organization.This construct is developed as a new scale from
the definition, literature review, and adapted from Pongpearchan and Ussahawanitchakit
(2010) which includes four-item scale.

Organizational innovation success. Organizational innovation success is
measured by the firm’s ability to continuously produce, continuously service, sustain
old customers, and attract new customers. Organization innovation is a strategy used
with system technology, machinery, equipment, innovation, idea-generation, and
opportunity-appreciation. This construct is developed as a new scale from the definition,
literature review, and adapted from Laforet and Tann (2012), and Kittikunchotiwut et al.
(2013) which includes three-item scale.

Organizational excellence efficiency. Organizational excellence efficiency is
measured by organizational goals achieved under the limited resources available,
thereby reducing the time of the operation for efficiently and effectively fulfilling the
needs of customers with accurate operational goals. The measure is created as a new
scale with four-item developed from the definition and literature review.

Antecedent Variables

The third group is the antecedent of organizational creativity capability
which encompasses four variables—executive proactive vision, strategic renewal
mindset, corporate resource readiness, and business environment complexity. The
measure of each dimension conforms to its definition to be discussed as follows.

Executive proactive vision. Executive proactive vision is measured by a
CEO's viewed guideline or idealized goal used to clarify the firm’s operations with a
forward-looking perspective, involving introducing new products or services ahead of
the competition, focusing on innovation, technology, newness, and dynamic technology.

Moreover, it analyzes and understands environmental change (Lumpkin and Dess,
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2001; Larwood et. al., 1995; Gluck, 1981; Phong-inwong and Ussahawanitchakit,
2012).This construct is developed as a new scale from the definition, literature review,
and adapted from Phong-inwong and Ussahawanitchakit (2012) which includes five-
item scale.

Strategic renewal mindset.Strategic renewal mindset is evaluated by the
transformation of organizations through the renewal of key ideas on which they are built
and the viability of organizations that have the capacity to frequently improve their
alignment with internal and external demands. These include significant changes to an
organization’s business or corporate level strategy or structure (Guth and Insberg, 1990;
Huff, Huff, and Thomas, 1992; Sharma and Chrisman, 1999; Cyert and March, 1963).
The measure is created as a new scale with five-item developed from the definition and
literature review.

Corporate resource readiness. Corporate resource readiness is assessed by
the fruitfulness of both tangible and intangible factors for supporting the work of firm
processes to achieve firm targets (Barney, 1991b; Muhanna, 2004). This construct is
developed as a new scale from the definition, literature review, and adapted from
Kittikunchotiwut et al (2013) which includes three-item scale.

Business environment complexity.Business environment complexity is
measured by the firm’s perception concerning heterogeneity, diversity, instability, and
uncertainty, which are external factors affecting the operation and strategies of the
organization. Examples are the changing of customer preferences, market demand
diversity, increasing in competitor numbers, new competitor’s entry in the market, and
technological change (Limpsurapong and Ussahawanitchakit, 2011; Prempree and
Ussahawanitchakit, 2012; Luo, 2001; Zhou, Yim and Tse, 2005). This construct is
developed as a new scale from the definition, literature review, and adapted from
Limpsurapong and Ussahawanitchakit (2011) which includes four-item scale.

Moderating Variables

This research determines organizational well-roundedness and
organizational learning capability, transformational orientation as the moderators of the
relationships among each dimension of organizational creativity capability and its
consequences. In this research, organizational well-roundedness is treated as a

moderating variable which has a positive effect on the relationships among the five
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dimensions of organizational creativity capability (new management method, valuable
human resource development, novel organizational culture formation, useful operational
control establishment, and original performance evaluation system) and business
practice effectiveness, organizational innovation success, and organizational excellence
efficiency. While, organizational learning capability is treated as a moderating variable
which has a positive effect on the relationships among the organizational creativity
capability outcomes (i.e., business practice effectiveness, organizational innovation
success, and organizational excellence efficiency), and firm performance. Besides,
transformational orientation is treated as a moderating variable which has a positive
effect on the relationships between the antecedent of organizational creativity capability
and five dimensions of organizational creativity capability (new management method,
valuable human resource development, novel organizational culture formation, useful
operational control establishment, and original performance evaluation system).

Organizational well-roundedness. An organization well-roundedness as the
resources of the organization that involves a variety of aspects such as knowledge, skills
and abilities related to the operation and management of the organization. It is assessed
by applying knowledge and experience of organizational, identify weaknesses and
recommend of strategy or improve organizational performance.The measure is created
as a new scale with five -items developed from the definition and literature review.

Organizational learning capability.Organizational learning capability is
defined as the ability of an organization to create and develop knowledge based on the
commitment of the management systems perspective, knowledge absorption,
knowledge transformation, knowledge transfer, and integration of all the processes in an
organization and contribute to the effective implementation of both short and long term.
It measured by Degree of create and improve knowledge, knowledge absorption,
knowledge transformation, knowledge transfer, and integration of all the processes in an
organization.This construct is developed as a new scale from the definition, literature
review, and adapted from Sookaneknun and Ussahawanitchakit (2013) which includes
three-item scale.

Transformational orientation. Transformational orientation as concept of
organizational management, for change, is consistent with the flexibility of the

organization to improve the policy, strategy, processes, practices, management, and
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format structure so as appropriate situations and goals of organizations. It measured by
flexible of administration and adjusting its work promptly in order to respond to
changes of organizational happening all the time. The measure is created as a new scale
with three -items developed from the definition and literature review.

Control Variables

Firm age. Firm age refers to the number of years a firm has been in
operation, and the logic that informs their strategic behavior (Chuebang and
Ussahawanitchakit, 2009). Also, different firm’s age may present different
organizational attributes and resource deployment (Chen and Huang, 2009). Firm age is
measured by asking a closed question about the years in which the enterprise was
founded. The measurement is an ordinal scale which is analyzed by multiple regression
analysis. Therefore, the firm age is translated to a dummy variable. Thus, firm age is
represented by a dummy variable, including O (ten years or less) and 1 (more than ten
years).

Firm size. Firm size is defined as how large or small the firm is and,
measured by the number of full-time employees in that firm, averaged over the current
year (Judge and Zeithaml, 1992; Ussahawanitchakit, 2005). This researchdivided firms
into two groups: small and medium scale, and large scale. Thus, firm sizeis represented
by a dummy variable, including 0 (less than 50 persons) and 1 (51-100 persons, 101-

150 persons and more than 150 persons).

Methods

The research collected the data by using a questionnaire mailed survey in
which all constructs in the conceptual model are developed as new scales from a wide
review of the literature, in order to create truthfulness and credibility. Moreover, two
academic experts reviewed the instrument and adjust edit to the best possible scale
measure. Following this further, the pre-test method is appropriately conducted to
assertthe validity and reliability of a questionnaire. In this case, the first set of thirty
questionnaires that have been returned will be assigned to the pre-test, in order to verify

the validity and reliability of each of the measures used in the questionnaire.
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Consequently, these thirty questionnaires are included in the final data analysis for
hypotheses and assumption testing of multiple regression analysis.
Validity and Reliability

Validity. Validity is the degree to which a measure precisely represents the
correct and accurate instrument (Hair and others, 2010). Especially, the validity testing
of measurement in this research is accurately confirmed the concept or construct of
study. Therefore, this research examinations the validity of instrument to confirm that a
measure or set of measures accurately represents the concept of study. In this research,
types of validity testing comprise face, content, and construct validity.

The face and content validity. Face validity is the extent to which the
measure represents the scope of relevant content for the construct by individual
adjudicators or experts (Trochim, 1999). Content validity is an inspection system to
reflect the content universe to which the tool will be generalized. Both face and content
validity are improved by a comprehensive evaluation of the literature questionnaires
(Hair et al., 2010). Moreover, two professionals in academic research were requested to
review and suggest necessary recommendations to review the instrument. In order to
ensure that all constructs are sufficient to cover the contents of the variables (Appendix
G). After those two experts designed the questionnaires, they were able to provide
comments, improvements, and choose the best possible scale of measure corresponding
with conceptual definitions.

Construct validity. Construct validity is defined as measure to confirm that
it is consistent with the theoretical logic about the concept. It argues that if a measure
behaves the way it is presumed to, the simplest form of intercorrelation with other
variables, construct validity seems appear (Zikmund, 1997). The idea is that items
which belong to similar theoretical concepts are supposed to be highly intercorrelated
and they are expected to measure the concept of same variable, called convergent
validity; whereas, different concepts of items should have low correlation with another
item of dissimilar concept, called discriminant validity. So, each item must be loaded on
a single factor only (Bosch et al., 2006). Therefore, exploratory factor analysis (EFA) is
used in this research, to test the construct validity of all constructs by using an
acceptable cut-off score at greater than 0.40 (Nunnally and Bernstein, 1994).
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Table 5 shows the results of factor loadings of multi-item scales. It can be
seen that each item of all variables is loaded on a single factor and the range of factor
loadings is between 0.727-0.904. These values are greater than the cut-off score of 0.4
which indicate the acceptable construct validity (see also Appendix D). Moreover, each
of the items in a questionnaire is subjectively assessed by two related academic experts
to ensure the content validity (see Appendix G).

Reliability. Reliability refers to the degree to which measures are true from
error and yield consistent results (Zikmund, 1997). Reliability indicates that similar
results are obtained over time and across situations. Scale reliability is assessed by using
Cronbach’s alpha coefficients to ensure the internal consistency of the entire scale and
individual items can be removed to improve reliability of the research instrument. The
rationale for internal consistency is that individual item of the scale should all measure
the same construct and they are expected to be highly intercorrelated (Hair et al., 2010).
The general agreement for acceptable Cronbach’s alpha coefficient should not be lower
than 0.70 (Hair et al., 2006) and it is used as a criterion in this research. From Table 5,
the findings of Cronbach’s alpha coefficients are between 0.755-0.919 which exceeds
the acceptable cut-off score. It can be concluded that the internal consistency of entire

scale exists in this research (see also Appendix D).

Table 5 The Results of the Measure Validation

Constructs Factor Loadings Cronbach’s
Alpha
New Management Method (NMM) .784 - .859 .882
Valuable Human Resource Development (VHR) .829 - .843 .855
Novel Organizational Culture Formation (NOC) .815 - .895 .826
Useful Operational Control Establishment (UOC) 727 - .875 .831
Original Performance Evaluation System (OPE) .814 - .857 .852
Business Practice Effectiveness (BPE) 831 - .877 .868
Organizational Innovation Success(OIS) .765 - .873 755
Organizational Excellence Efficiency (OEE) .736 - .861 .788
Firm Performance (FPF) .760 - .893 .900

~ Mahasarakham University



86

Table 5 (Continued)

Constructs Factor Loadings Cronbach’s
Alpha
Executive Proactive Vision (EPV) .788 - .878 .900
Strategic Renewal Mindset (SRM) .789 - .846 .886
Corporate Resource Readiness (CRR) 794 - 851 755
Business Environment Complexity (BEC) .829 - .874 .879
Transformational Orientation (TFO) .850 - .894 .840
Organizational Well-roundedness (OWR) .859 - .904 919
Organizational Learning Capability (OLC) .823 - .892 .833

Statistical Techniques

In this research, the basic assumptions of checking all the raw data for
regression analysis using the ordinary least squares method (OLS) are the outlier,
normality, linearity, autocorrelation, and homoscedasticity. These assumptions were
tested and the results were acceptable. The basic assumptions were tested by the plotting
of data including scatter plot, histogram, stem-and-leaf plot, normal Q-Q plot, detrended
normal Q-Q plot, and box plot. All of these plots presented the evidences to support the
appropriateness of regression model for the data. Moreover, the statistical testing was
the Durbin-Watson test which was also used to test the autocorrelation. The Durbin-
Watson values are ranged from 1.698 — 2.187. The results of basic assumptions testing
are shown in Table 9, Table 11, and Table 13.

Variance inflation factors (VIF's) are used to test for the harshness of
multicollinearity between the independent variables and Pearson’s correlation. It offers
an indication that measures in what way much the variance of an estimated regression
coefficient is increased as a result of collinearity. For larger version VIF values indicate
a high degree of multicollinearity among the independent variables. Altogether of
values the VIF should be less than 10 were considered that the relationship between
independent variables was not a problem (Hair et al., 2010; Stevens, 2002). The

outcomes of regression analysis offer evidence that the VIF values of each regression
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model are in the range of 1.139 — 5.071, well below the cut-off value of 10
recommended by Neter et al. (1985). Therefore, this VIF values special that there are no
substantial multicollinearity problems encountered in this research.

Correlation analysis is the statistic to measure the strength of the linear
dependence between two variables. There are two purposes of applying the Pearson’s
correlation, that is, to examine a bivariate-correlation and to explore the relationships
between the variables, and to preliminarily check the presence of multicollinearity
problem. The covariance of the two variables by the product of their standard deviation
values is between +1 and —1, inclusively. Significantly, when the relationships among
the independent variables are equal to or greater than 0.80, it is the first indication of a
multicollinearity problem (Hair et al., 2010). The results of an investigation for the
correlation matrix of all constructs (as shown in Table 7). As a result, found the
associations between the independent variables are lower than 0.80 which mean that
each independent variable is not correlated with all other independent variables at a high
level. It is possible to show the multicollinearity problem. Hence, the initial assumption
assumes that there are not multicollinearity problems in this research.

Multiple regression analysis. The ordinary least squares (OLS) regression
analysis is used to test all hypotheses in a conceptual model. Regression analysis is
appropriate to investigate the relationships among constructs which are based on data
qualified as interval and categorical scales. From all proposed hypotheses, twenty
statistical equations. Each equation conforms to the hypotheses development described
in the previous chapter. The equations are depicted as shown below.

Equation 1: BPE

o + P1NMM + B,VHR + 3NOC + p,UOC+ psOPE
+ ﬁG FAE + ﬁ7FS[ + &1

Equation 2: BPE a + BeNMM + BoVHR + B1oNOC + B11UOC + B1,0PE +
P13OWR + fra(NMM*OWR) + f15(VHR*OWR) +
P16(NOC*OWR) + p17(UOC*OWR) + p1g(OPE*OWR) + P19

FAE + BaoFSI + ¢
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Equation 3: BPE

Equation 4: OIS

Equation 5: OIS

Equation 6: OEE

Equation 7: OEE

Equation 8: OEE

Equation 9: FPF

Equation 10:  FPF

Equation 11: NMM
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o3 + 21018 + P2y FAE + posFSI + &3

oy + ﬁ24NMM + ﬁzs VHR + ﬁZBNOC + ,327UOC+ IBZSOPE +
P29 FAE + B3oFSI + &4

a5 + B3 NMM + B3 VHR + B3zNOC + BssUOC + BasOPE +
BssOWR + Bsy(NMM*OWR) + f3s(VHR*OWR) +
Bao(NOC*OWR) + Bao(UOC*OWR) + Bir(OPE*OWR) + Pan
FAE + BusFSI + &5

o5 T+ ﬁ44NMM + ﬂ45VHR + ﬁ46NOC + ,B47UOC+ ,B430PE +
Pag FAE + BsoFSI + &g

a7 + BsiNMM + BsoVHR + BssNOC + BsaUOC + BssOPE +
BscOWR + Bsi(NMM*OWR) + fss(VHR*OWR) +
Bso(NOC*OWR) + Beo(UOC*OWR) + e1(OPE*OWR) + fsa
FAE + BesFSI + &7

og + ﬂ64OIS + ﬂ65 FAE + ﬁGGFS] + &g

ot ,367 BPE +ﬂ680IS +ﬂ690EE +ﬂ70 FAE +ﬂ71FS| +é&g

ono + fr2BPE + [7301S + f740FEE ++ B750OLC+ f6

(BPE*OLC) + B77(01S*OLC)+ B75(OEE*OLC)+f75 FAE+
PBeol'SI + e10

= ot ,Bg]_EPV‘I‘ ﬂngRM‘l‘ ﬂg3CRR+ ﬂg4BEC + ,385 FAE +

ﬁSBFSI +enn



Equation 12:

Equation 13:

Equation 14:

Equation 15:

Equation 16:

Equation 17:

Equation 18:

Equation 19:
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o1 + ,387EPV+ ﬁggSRM + ﬁggCRR + ﬁgoBEC + ,BngFO +
,Bgz(EPV*TFO) + ﬂgg(SRM*TFO) + ﬂg4(CRR*TFO) +
Pos(BEC*TFO) + Pog FAE + BorFSI + e12

ou3 + PosEPV+ PooSRM + f100CRR + f101BEC + f192 FAE +
P103FSI + e13

a4 + ProaEPV+ P1o5SRM + f106CRR + 107BEC + f108TFO +
P1oo(EPV*TFO)+ B11o(SRM*TFO)+ S111(CRR*TFO) +
S112(BEC*TFO)+ B113 FAE + B114FSI + €14

aus + PrusEPVA+ f116SRM + f117CRR + f118BEC + f119 FAE +
P12oFSI + €15

o + P121EPV+ B122SRM + P123CRR + f124BEC + f125TFO +
Pr26(EPV *TFO) + B127(SRM*TFO) + f128(CRR*TFO) +
ﬁlzg(BEC*TFO)+ ﬁlSO FAE + ﬂlglFSI + €16

o7 + P132EPVA f133SRM + B13aCRR + f13sBEC + f136 FAE +
P1arFSI + e17

a1 t ﬁlngPV‘i‘ ﬂlggSRM + ﬁl4OCRR + ﬂ14lBEC + ﬂl42TFO +
Bras(EPVATFO)+ Bras(SRM*TFO) + Bras(CRR*TFO) +
P1as(BEC*TFO)+ Bra7 FAE+ B14gF'SI + €18

o9 + PrasEPV+ B150SRM + f15:CRR + f15:BEC + fis3 FAE+
PisaF'SI + €19
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Equatlon 20 OPE = azo + ﬁlSSEPV+ ﬁlSGSRM + ﬁlSBCRR + ﬁ157BEC + ﬂlSSTFO +
P1so(EPV*TFO) + P1eo(SRM*TFO) + f161(CRR*TFO) +
P162(BEC*TFO) + p163 FAE+ B164F'SI + €29

Where,
NMM = New Management Method
VHR = Valuable Human Resource Development
NOC = Novel Organizational Culture Formation
UOC = Useful Operational Control Establishment
OPE = Original Performance Evaluation System
BPE = Business Practice Effectiveness
OIS = Organizational Innovation Success
OEE = Organizational Excellence Efficiency
FPF = Firm Performance
EPV = Executive Proactive Vision
SRM = Strategic Renewal Mindset
CRR = Corporate Resource Readiness
BEC = Business Environment Complexity
OWR = Organizational Well-roundedness
OLC = Organizational Learning Capability
TFO = Transformational Orientation
FAE = FirmAge
FSI = Firm Size
¢ = Error Term
Summary

This chapter details the research methods of this research for gathering data
and examining all constructs in the conceptual model to answer the research objectives
and research questions. The contents engage the sample selection and data collection
procedure including population and sample, data collection, and test of non-response
bias. In fact, the 534 software businesses in Thailand are chosen as the sample. The
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population and sample are chosen from the database of the Thailand Board of
Investment drawn in January 2014. The data collection procedure is questionnaire mail
survey to chief executive officer (CEO), president, managing director, or executive
director of each tour firm in Thailand who are proposed to be key informants. Indeed,
the descriptive, correlation, and the multiple regression analysis are processed to prove
the 24 hypotheses. Moreover, the variable measurements are followed for each of all
variables in the conceptual model. Table 6 details the variable measurements: the
definition of each construct, operational variables, scale source, and sample questions
and items as below. In addition, the instrumental verifications including tests of validity
and reliability and the statistical analysis are presented. Accordingly, 20 equations are
examined by statistical analysis in this chapter. The results of hypothesis testing are
presented in the next chapter. In addition, next chapter describes respondent

characteristics and descriptive statistics as well.
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Table 6 The Definitions and Operational Variables of Constructs

Constructs Definition Operational Variables Scale Source
Dependent variable
Firm The perception of a firm concerning the outcomes | Firm performance measures both financial Phokha and
performance | of organizational capability towards the customer, | performance and market performance, which Ussahawanitchakit
(FPF) the marketplace, and financial benefits. are an organization’s performance in their (2011)
market segment over the past year, such as an
increase in new customers, sales growth,
market share, profitability, revenue growth,
and return on investment.
Independent Variable
New New management method relates to the ability of | To create new processes, and new methods of New scale
management | a firm to generate and develop new processes, new | operations, promotion among staff of new
method products, and new methods for operations. concepts, new information and knowledge
(NMM) development, and support budget for creating

new ideas.
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Table 6 (Continued)

Constructs Definition Operational Variables Scale Source
Valuable The firm’s perception of the importance of human | Training and development for increasing new New scale
human resource as a valuable asset. The staff will help the | knowledge, skills and the ability of
resource organization's operations more efficiently through | employees. Support staff with outstanding
development | knowledge, skills, talent, intellectual ability, and potential and ability by opportunities for
(VHR) know-how that aligns with the organization’s career advancement.
mission and strategic goals required to develop
and release human expertise via development and
training for increasing new knowledge, skills and
the ability of employees.
Novel The pattern of firm” beliefs in learning, exposure, | To support, promote and featured on New scale

organizational
culture
formation(NO
C)

exchange, and integration of new and beneficial
things to improve the firm’s operations, practices,

and management in each function. It is value the

organization employs to accept new ideas and

processes which is important for organizations.

perceiving and learning new issues and
promotes in learning, exposure, exchange,
and integration of new and beneficial things

to the firm’s operations.
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Table 6 (Continued)

Constructs Definition Operational Variables Scale Sources
Useful The firm’s capability to focus on methods and To focus on the acquisition and selection New scale
operational | develop a good tracking performance system to methods and develop a good tracking
control make the operation planned and effective. performance system.
establishment(

UOC)

Original Company is focused on the guidelines, approaches | To commit and focus on the guidelines, New scale

performance | and methods of assessment measurement on approaches and methods of new assessment
evaluation operational suitability for the work to be successful,| measurement on operational together with the

system goal-achieved and efficient. recognized the importance of it.

(OPE)
Consequent variable

Business The upper-level achievement of an organization’s | The level achievement of regarding goal; Ussahawanitchakit

practice operations regarding goal; criteria, mission, and criteria, mission, and vision on organization and Pongpearchan,

effectiveness
(BPE)

vision of the organization (Ussahawanitchakit and
Pongpearchan, 2010).

operation.

(2010).
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Table 6 (Continued)

Constructs

Definition

Operational Variables

Scale Sources

Organizational
Innovation
Success (OIS)

The firm’s ability to continuously produce,

continuously service, sustain old customers, and

attract new customers.Organization innovation is a

To apply new way, new management
technique, and develop new products/service

to continuously and customers acceptance.

Kittikunchotiwut
and

Ussahawanitchakit

strategy used with system technology, machinery, (2013).
equipment, innovation, idea-generation, and
opportunity-appreciation (Laforet and Tann, 2012;
Ussahawanitchakit and Kittikunchotiwut, 2013).
Organizational | Organizational goals achieved under the limited Develops a different format, procedure, and New scale

excellence
efficiency
(OEE)

resources available, thereby reducing the time of

the operation for efficiently and effectively
fulfilling the needs of customers with accurate
operational goals (Kumar and Gulati, 2010;

Ostroff and Schmitt, 1993; Dew, 1994; Gaggl and

Steindi, 2008).

product that customers require and respond to
customer immediately. Uses firm’s resources
properly and reduce the missing consistent
with the firm’s target. Moreover, with high
standard operations than other firms in the

same industry.
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Table 6 (Continued)

Constructs Definition Operational Variables Scale Sources
Antecedent variables
Executive The personality of the CEO team with a forward- Firm’s vision as proactive and forward to Phong-inwong and
proactive looking perspective involving introducing new development product, utilization technology Ussahawanitchakit
vision products or services ahead of the competition, and innovation. (2012).
(EPV) focusing on innovation, technology, newness, and
dynamic technology
Strategic The transformation of organizations through the To believe, focus, and promotes on continuous New scale
renewal renewal of key ideas on which they are built and developing, improving, applying new
mindset the viability of organizations that have the technology, analyze and estimate business
(SRM) capacity to frequently improve their alignment environment contributes to high capability.

with internal and external demands. These include
significant changes to an organization’s business

or corporate level strategy or structure.
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Table 6 (Continued)

Constructs Definition Operational Variables Scale Sources
Corporate The fruitfulness of the both tangible and intangible | Tangible and intangible resources such as Kittikunchotiwut
resource factors to support the work of business processes | information, resource, technique, and
readiness to achieve corporate target. know-how, and opportunity. Ussahawanitchakit
(CRR) (2013).
Business The firm’s perception concerning heterogeneity, Degree of the change the external Limpsurapong and

environment
complexity
(BEC)

diversity, instability, and uncertainty, which are
external factors affecting the operation and
strategies of the organization. Examples are the
changing of customer preferences, market demand
diversity, increasing of competitor numbers, new
competitor’s entry in the market, and

technological change .

organizations affecting the operation and
strategies of the organization. Examples are
the changing of customer preferences, market
demand diversity, increasing of competitor
numbers, new competitor’s entry in the

market, and technological change

Ussahawanitchakit
(2011)
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Table 6 (Continued)

Constructs

Definition

Operational Variables

Scale Sources

Moderating variables

Organizational
well-roundedness
(OWR)

The resources of the organization that involves
a variety of aspects such as knowledge, skills
and abilities related to the operation and

management of the organization.

To apply knowledge and experience of
organizational, identify weaknesses and
recommend of strategy or improve

organizational performance.

New scale

Organizational
learning
capability
(OLC)

The organization’s ability to create and
improve knowledge based on managerial
commitment, systems perspective, knowledge
absorption, knowledge transformation,
knowledge transfer, and integration of all the
processes in an organization in the order to
maintain effective operations in both the short

and long-term.

Degree of create and improve knowledge,
knowledge absorption, knowledge
transformation, knowledge transfer, and
integration of all the processes in an

organization.

Sookaneknun and
Ussahawanitchakit
(2013)
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Table 6 (Continued)

Constructs Definition Operational Variables Scale Sources
Transformational | The concept of organizational management, for | Be flexible of administration and adjusting its New scale
orientation change, consistent with the flexibility of the work promptly in order to respond to changes
(TFO) organization to improve the policy, strategy, of organizational happening all the time
processes, practices, management, and format
structure so as appropriate situations and goals
of organizations.
Control Variables
Firm age (FAE) | The measurement as the number of years that Dummy variable 0 = below 10 years old, Chuebang and

the firm is in operation.

1 = higher on equal to 10 years old.

Ussahawanitchakit,
(2009)

Firm size (FIS)

The number of employees currently registered

as full-time.

Dummy variable 0= 50 employees or less

than, 1= more than 50 employees

Ussahawanitchakit
(2005)
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Organization of the Dissertation

This research is organized in five chapters. Chapter one provides a brief
overview consisting of motivation in the research, role of variables, theory, expected
contribution, and methodology; purposes of the research, research questions, scope of
the research, and organization of the research. Chapter two presents empirical and
theoretical literature to provide a theoretical framework explaining a conceptual model
and developing hypotheses. Chapter three describes a research methodology which
includes sample selection, data collection procedure, a development of data-collected
instruments, variable definitions, measurements, and statistical methods in hypotheses
testing. Chapter four presents the results of the statistical analysis. Chapter five draws a
conclusion, theoretical contributions, managerial implications, limitations, and direction

for further research.
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CHAPTER IV

RESULTS AND DISCUSSION

The previous chapter explains research methods which include the sample
selection and procedure of data collection. Also, data analysis and hypothesis testing are
described. Next, the organization of this chapter is organized as follows. Firstly, this
chapter presents the response characteristics, the sample characteristics, and correlation
analysis. Secondly, the hypothesis testing and the results are detailed. Finally, the
summary of all hypotheses testing is given in Table 14.

Respondent Characteristics

Respondent Characteristics

The respondents are Chief Executive Officer (CEO) or managing director
who has the most comprehensive knowledge regarding firm characteristics, corporate
strategy, and firm performance. The respondent characteristics are described by the
demographic characteristics, including gender, age, marital status, education level,
average monthly income, working experience, and current position.

Table B1 (see Appendix B) shows the demographic characteristics of 104
respondents with returned mail surveys and presents in detail the demographic
information as follows. Approximately 59.60 percent of respondents are female. The
span of age of respondents is 30 - 40 years old (47.10 percent). The majority of
respondents are single (50.00 percent). A total of 53.80 percent earned a higher than
bachelor’s degree or equal. Of the respondents, 34.60 percent have working experiences
more than 15 years. The average monthly income of respondents is less than 50,000
Baht (36.50 percent). Finally, the majority of the respondents hold a position as
managing director 50.00 percent.
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Firm Characteristics

In addition, Table C1 (see Appendix C) shows the particulars of the
characteristics of the software businesses in Thailand. The maximum percentage of
business characteristics are as follows: most forms of business are the limited/public
company (89.40 percent). Addition, approximately 38.50 percent of firm respondents has
been operating in a software business 5-10 years. The majority of the firm respondents
have operating capital less than 25,000,000 Baht (41.30 percent). The most of firm
respondents have an average annual income of more than 50,000,000 Baht (36.50
percent). In addition, 70.20 percent of the firm employs less than 50full-time employees.

Correlation Analysis

This research employs a bivariate correlation analysis of Pearson
Correlation on all variables 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 inter-correlation between
independent variables exceeds 0.80 (Hair et al., 2006). In this research, the bivariate
correlation procedure is subject to a two-tailed test of statistical significance at 3 levels
asp <0.10, p<0.05, and p < 0.01. The results of the correlation analysis of all
variables in this research are shown in Table 7.

From Table 7 it can be shown that the all of five dimensions of
organizational creativity capability have significant positive relationships with business
practice effectiveness, organizational innovation success, organizational excellence
efficiency and firm performance (r = 0.368 - 0.789, p <0.01). For the antecedents, these
variables have significantly related to all dimensions of organizational creativity
capability (r = 0.240, p < 0.05 - 0.671, p < 0.01). The moderating effects of,
organizational well-roundedness, organizational learning capability, and
transformational orientation have correlations with all independent variables between
0.189, p <0.10 - 0.641, p < 0.01. In addition to the relationships among variables, the
correlations between independent variables in the conceptual model are in the range of
0.207 - 0.789, p <O0.
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Table 7 Descriptive Statistics and Correlation Matrix of Organizational Creativity Capability and all Constructs

Variables NMM VHR NOC uoC OPE BPE oIS OEE FPF EPV SRM CRR BEC OWR OoLC TFO FAE
Mean 3.95 3.90 433 4.15 3.94 3.92 4.05 4.29 4.07 4.02 4.15 4.27 4.13 4.08 418 4.18 N/A
S.D. 0.70 0.68 0.53 0.63 0.70 0.73 0.63 0.45 0.66 0.70 0.63 0.48 0.65 0.72 0.57 0.51 N/A
VHR 784
NOC 635 798
uoc 5617 578" 7317
OPE 679 .693 1694 726
BPE 787 789 701 583 686
oIS 624 .690 669 4547 4957 6237
OEE 3687 AT 4607 4047 5617 5227 3607
FPF 459 593 624 572 627 662 531 668
EPV 547 638 671 6137 5977 7127 6257 5897 7937
SRM 563 631 585 510 601 665 509 561 675 715
CRR 374 420 373 3287 4557 397 3547 4867 4407 34T 298"
BEC 3357 4007 3247 2407 3537 3557 347 3387 367 3517 4747 134
OWR 577 635 641 557 613 712 600 581 718 746 773 349 427
oLC 5467 4207 3177 12327 13097 5017 5077 .189 2837 3777 3367 4367 .246™ 44177
TFO 565 471 409 317 421 484 413 177 332 421 424 207 270 416 292
FAE -.055 -113 -138 -121 -.063 -117 -124 -134 .006 -.039 -.040 -.067 -.060 -.061 -.053 -.029
FIS -.050 -.050 -.138 -.143 -.022 -.065 -134 -.140 -141 -143 -011 -.020 043 -143 -.094 017 337

™ Correlation is significant at the 0.01 level (2-tailed)

™ Correlation is significant at the 0.05 level (2-tailed)
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Hypotheses 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. There are twenty equations in this research. The results of descriptive

statistics and hypothesis testing are discussed according to the regression equations as

follows:

Figure 5 The Relationships among Each Dimension of Organizational

Creativity Capability, Its Consequences, and the Moderating Role of

Organizational Well-roundedness

Organizational Creativity Capability

New Manaagement Method

Organizational
Well - roundedness

Valuable Human Resource Development

Novel Oraanizational Culture Formation

Useful Operational Control Establishment
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The Relationships among Each Dimension of Organizational Creativity

Capability, Its Consequences, and the Moderating Role of Organizational Well-

roundedness

Figure 5shows the relationships among organizational creativity capability

and its consequences which are proposed in Hypotheses 1(a-c)-5(a-c). The relationship in

each hypothesis is proposed in a positive direction. These hypotheses can be transformed

into the regression equation in Model 1, 4, and 6. In addition, the moderating role of

organizational well-roundedness is proposed to positively influence on the relationships

among each of five dimensions of organizational creativity capability, which are

presented in Hypotheses 13(a-c)-17 (a-c). According to these hypotheses, regression

equations in Model 2, 5, and 7are developed.

Table 8 Descriptive Statistics and Correlation Matrix of Organizational Creativity

Capability, Its Consequences, and Organizational Well-roundedness

Variable | NMM VHR NOC uoC OPE BPE (O] ) OEE OWR
S

Mean 3.95 3.90 4.33 4.15 3.94 3.92 4.05 4.29 4.08
S.D. 0.70 0.68 0.53 0.63 0.70 0.73 0.63 0.45 0.72

VHR 184%**

NOC .635*** 198***

uoC 561x** S578*F** | [ 731F**

OPE B79%** B693*F* | 694*F* | 726%**

BPE T8TF** J789*** | 701*** | 583*** | 686***

O] N} .624%** 690*** | .669*** | 454%**F | AQ5FF* | G23FF*

OEE .368*** AT6*** | 460*** | 404%**F | 5E1*F** | 522*%** | 360***

OWR STT*** 635%** | 641*** | 557*F** | 613*** | 712*%** | 600*** | 581*F**

FAE -.055 -.113 -.138 -121 -.063 -117 -124 -.134 -.061
FIS -.050 -.050 -.138 -.143 -.022 -.065 -.134 -.140 -.143

creativity capability and its consequences. For the first dimension, the results identify

Table 8 indicates the correlations among each dimension of organizational

the positive correlation between new management method and business practice
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effectiveness (r = 0.787, p < 0.01), organizational innovation success (r = 0.624, p <
0.01), and organizational excellence efficiency (r = 0.368, p < 0.01). For the second
dimension, valuable human resource development is significantly and positively
correlated to business practice effectiveness (r = 0.789, p < 0.01), organizational
innovation success (r = 0.690, p < 0.01), and organizational excellence efficiency (r =
0.476, p < 0.01). For the third dimension, novel organizational culture formation is
significantly and positively correlated to business practice effectiveness (r = 0.701, p <
0.01), organizational innovation success (r = 0.669, p < 0.01), and organizational
excellence efficiency (r = 0.460, p < 0.01). For the fourth dimension, useful operational
control establishment has a significant and positive correlation with business practice
effectiveness (r = 0.583, p < 0.01), organizational innovation success (r = 0.454, p <
0.01), and organizational excellence efficiency (r = 0.404, p < 0.01). For the fifth
dimension, original performance evaluation system has a significant and positive
correlation with business practice effectiveness (r = 0.686, p < 0.01), organizational
innovation success (r = 0.495, p < 0.01), and organizational excellence efficiency (r =
0.561, p <0.01). In this research, new management method, valuable human resource
development, novel organizational culture formation, useful operational control
establishment, original performance evaluation system, and organizational well-
roundedness are treated as independent variables, which the results of the correlation
analysis show that the inter-correlation coefficient are 0.561 -0.798 which, don’t exceed
0.8 (Hair et al., 2010). In addition to the correlations, Table 9 also points out the
maximum value of VIF is 5.071, which is lower than the cut-off score of 10 (Hair et al.,
2006). Both correlations and VIF ensure the non-existence of multicollinearity
problems.

The results of the OLS regression analysis are explained in Table 9. Firstly, the
results indicates that the new management method (the first dimension) insignificant
and positively related to two outcomes: business practice effectiveness (Hla: 5, = 0.428,
p < 0.01), organizational innovation success (H1b: 34 = 0.261, p < 0.05). In terms of
new management method, according to Hargadon (2002), the new management method
Is greater the diversity of sources the firm has more likely it is that the insight gained
from these sources are recombined in creative and valuable ways to try new

management techniques. Thus, the new management method is defined as an ability of a
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firm to try new management ideas and methods. Moreover, new management methods
search for new ideas to combine these with existing knowledge and new techniques
which lead to business effectiveness (McNelly, 2009). Likewise, Macduffie (1995)
mentions that new management methods aim to create either superior outputs or

organizational innovation. Thus, Hypotheses 1a and 1b are supported.

Table 9 Results of the Relationships Organizational Creativity Capability and

Its Consequences and Organizational Well-roundedness

Independent Dependents Variables
Variables BPE OIS OEE
Equation1 | Equation2 | Equation4 | Equation5 | Equation6 | Equation?7
NMM (H1a-c) A428*** A37F** .261** .207* -.180 J11
(.089) (.087) (.118) (.117) (.139) (.131)
VHR(H2a-c) 296 .201* 273* 276* 253 .099
(.1112) (.109) (.147) (.147) (.174) (.164)
NOC(H3a-c) 105 .076 A401*** .304** .035 -.003
(.105) (.104) (.138) (.141) (.164) (.157)
UOC (H4a-c) .015 -.003 -.093 -.123 -.075 -.057
(.088) (.087) (.116) (.117) (.137) (.130)
OPE (H5a-c) .106 .007 -.041 -.054 53 2%** .326**
(.090) (.091) (.162) (.123) (.141) (.137)
OWR 263**F* 257*** ST7+**
(.070) (.094) (.105)
NMM*OWR(H13a-c) -.041 .-.081 -.084
(.093) (.126) (.140)
VHR*OWR(H14a-c) -.008 125 .088
(.102) (.138) (.154)
NOC*OWR(H15a-c) 132 -.178 .294*
(.116) (.157) (.174)
UOC*OWR(H16a-c) -.139 194 * A450***
(.086) (.117) (-130)
OPE*OWR(H17a-c) .005 .080 .204*
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Table 9 (Continued)

Dependents Variables
Independent
. BPE OIS OEE
Variables
Equation1 | Equation2 | Equation4 | Equation5 | Equation6 | Equation?7
(.075) (.101) (.112)
FIA -.080 -.136 -.013 -.024 -101 -.165
(.117) (.111) (.156) (.151) (.184) (.167)
FIS .007 .037 -.160 -.072 -.248 -.292
(.122) (.117) (.162) (.159) (.192) (.176)
Adjusted R? 721 .760 512 .560 314 456
Durbin-Watson 1.922 1.810 2.187 1.947 2.060 1.963
Maximum VIF 4,533 5.071 4,533 5.071 4.533 5.071

Note: * p <0.10, ** p <0.05, *** p < 0.01

Moreover, the new management method is not significantly related to
organizational excellence efficiency (H1c:fu4 = -0.180, p > 0.10). Even though the
unique management method differentiates firms from other competing firms, it is
complex, high cost, and difficult tangibly evaluates the quality. As a consequence, it
may not significantly affect excellence efficiency of business (De Brentani, 1995).Thus,
Hypotheses 1c is not supported.

Secondly, it is found that valuable human resource development (the second
dimension) is significantly and positively related to business practice effectiveness
(H2a: 5, = 0.296, p < 0.01), organizational innovation success (H2b: 55 = 0.273, p <
0.10). This is consistent with Dakhli and De Clercq (2004) suggests that the value of
intangible assets, such as human capital, have a strong support for the positive
relationship between human capital value and innovation. Moreover, Bayo-Moriones
and Merino-Diaz De Cerio (2004) and Wright and Snell (2005) found that human
capital value improves productivity, and thus, create additional competency
development. The value of human capital increases multifold when all employees learn
and follow the best practices (Murthy and Abeysekera, 2007). These findings are
consistent with Way and Johnson (2005) who found that the results indicate a strong

relation between strategic management human resource management and organizational
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strategies (e.g., human resource management policies, practices, systems, etc.), and
organizational effectiveness. Thus, Hypotheses 2a and 2b are supported.

Moreover, the valuable human resource development is not significantly
related to organizational excellence efficiency(H2c: S5 = 0.253, p > 0.10). In terms of
valuable human resource development, according to Marimuthu et, al. (2009) proposes
that human capital investment has various activities which improve the quality
(productivity) of the worker. On the one hand, human capital investment has complex,
long-term, and high cost. As a consequence, it may not significantly affect excellence
efficiency of business. Thus, Hypothesis 2c is not supported.

Thirdly, the findings suggest that novel organizational culture formation(the
third dimension) has significant relationships with organizational innovation success
(H3c:B6 = 0.401, p < 0.01).This is consistent with Martins and Terblanche (2003)
found that corporate culture had a significant to moderate the organizational members in
generate creativities and new innovation within organization. The elements that
determine the corporate culture and facilitate creation and innovation comprise strategy,
structure, instrument, and communication. The attributes of these elements must clarity
and focus on creation and innovation relate to the goals and objective of the firms.
Thus, Hypothesis 3b is supported. Also, novel organizational culture formation has not
significant relationships with business practice effectiveness(H3a: 5; = 0.105, p >
0.10),and organizational excellence efficiency(H3c: S = 0.035, p > 0.10).
Organizational culture is an important issue because it is the critical factor controlling
an organization’s capacity, effectiveness, survival and success or fail of organizational
(Schein, 2004; McShane and VVon Glinow, 2003). With regard to novel organizational
culture formation may be not cause practice effectiveness and excellence efficiency of
organizational because new organizational culture might not inappropriate and
inconsistent with the goals or objectives of the organization. Thus, Hypotheses 3a and
3c are not supported.

Fourthly, the findings suggest that useful operational control establishment(the
third dimension) has no significant relationships with all three consequences, including
business practice effectiveness (H4a: 5, = 0.015, p > 0.10), organizational innovation
success (H4b: 7 =-0.093, p > 0.10), and organizational excellence efficiency(H4c: Sz

=-0.075, p > 0.10). May be due to operational controlling may break new ideas of
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employees in the firm or interrupt work processes of the firm. This is consistent with
prior research found that the controlling had a negative effect on creative capability,
which firms without creative competency, the innovation, efficiency, and effectiveness
of the firms cannot established congruent with Jeacle and Carter (2012). Thus,
Hypotheses 4a , 4b and 4c are not supported.

Finally, the research reveals that the original performance evaluation system is
significantly and positively associated with organizational excellence efficiency(fss =
0.532, p < 0.01). Moreover, performance evaluation is very important in an organization
because it supports frame phenomena in ways that effect our observations and
explanations of them, which in turn, affect decisions and actions (Johns, 2006).Thus,
Hypotheses 5c is supported. However, original performance evaluation system has no
significant relationship with business practice effectiveness (H5a: s = 0.106, p > 0.10),
and organizational innovation success (H5b: s =-0.041, p > 0.10). However, the
organizational output measurement has diversity of measure such as financials,
customers, resource utilization, business processes which are not clearly in evaluation
(Chenhall, 2005). On the other hand, in the appraisal does not directly affect to the
innovation and effectiveness in short-term. The assessment must take feedback of
evaluation output for improving. Thus, Hypotheses 5a and 5b are not supported.

Additionally, the results of control variables indicate that firm age and firm
size are not related to all dimensions of organizational creativity capability. It can be
interpreted that a longer period of time in a business and a higher number of employees
do not significantly affect the level of business practice effectiveness, organizational
innovation success, and organizational excellence efficiency.

The Moderating Role of Organizational Well-roundedness

From the findings in Table 9, the moderating effect of organizational well-
roundedness on the relationships among each of five dimensions of organizational
creativity capability and three consequences are as follows. Organizational well-
roundedness has no significant moderating effects on the relationships among new
management method and all of three outcomes: business practice effectiveness
(H13a: 614 = -0.041, p > 0.10), organizational innovation success (H13b: 57 = -0.081, p
> 0.10), and organizational excellence efficiency (H13c:fs7 = -0.084, p > 0.10).Thus,
Hypotheses 13a, 13b, and 13c are not supported.
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In addition, organizational well-roundedness has no significant moderating
effects on the relationships among valuable human resource development and all of
three outcomes: business practice effectiveness (H14a: 45 = -0.008, p > 0.10),
organizational innovation success (H14b: ;5 = 0.125, p > 0.10), and organizational
excellence efficiency (H14c:fss = 0.088, p > 0.10).Thus, Hypotheses 14a, 14b, and1l4c
are not supported.

In addition, organizational well-roundedness has no significant moderating
effects on the relationships among novel organizational culture formation and two
outcomes : business practice effectiveness (H15a: 56 = 0.132, p > 0.10), and
organizational innovation success (H15b: 39 = -0.178, p > 0.10). Thus, Hypotheses 15a
and 15b are not supported. Furthermore, organizational well-roundedness plays a
significant and positive moderating role as hypothesized on only the relationships
among novel organizational culture formation and organizational excellence efficiency
(fs9 = 0.294, p <0.10). Thus, Hypothesis 15c is supported.

Next, the results also present the non-significance of the moderating effects of
organizational well-rounded on the relationship between useful operational control
establishment and business practice effectiveness (H16a: /7 = -0.139, p > 0.10). Thus,
Hypothesis 16a is not supported. Furthermore, organizational well-roundedness plays a
significant and positive moderating role as hypothesized on only the relationships
among useful operational control establishment and two outcomes: organizational
innovation success (H16b: 5 = 0.194, p <0.10), and organizational excellence
efficiency (H16c¢: s = 0.450, p < 0.01). Thus, Hypotheses 16b and 16c¢ are supported.
Similarly, organizational well-roundedness has no significant moderating effects on the
relationships between original performance evaluation system and two outcomes:
business practice effectiveness (H17a:/:s = 0.005, p > 0.10), and organizational
innovation success (H17b: 54 = 0.080, p > 0.10).Thus, Hypotheses 17a and 17b are not
supported. Furthermore, organizational well-roundedness plays a significant and
positive moderating role as hypothesized on only the relationships among original
performance evaluation system and organizational excellence efficiency (H17c:fs1 =
0.204, p < 0.10). Thus, Hypothesis 17c is supported.

Summarize of the moderating effect of organizational well-roundedness on the

relationships between each of five dimensions of organizational creativity capability
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and three consequences are as follows. The moderating effect testing consists of two
parts. The first one is organizational well-roundedness plays a significant and positive
moderating role (Hypotheses 15c, 16b , 16¢ and 17c are supported) This result,
according prior research suggests that organizational well-roundedness encourages
organizations to attain its target (Ford and Staples, 2006; Theriou and Chatzoglou,
2008). Moreover, organizational well-roundedness is the activity that is performed to
produce goods or services by changing inputs into outputs (Ghrairi, 2011) is able to
apply in the development of work process (Cintrén, Rabelo and Housel, 2008), design,
new products and new services (Xu and Bernard, 2011; Zhang, 2010). Most especially,
organization well-roundedness is more focused on enhancing firm effectiveness and
efficiency through process improvement, planning, and operations (Mentzer, Stank and
Esper, 2008).In contrast, the organizational well-roundedness plays a no significant
moderating role (Hypotheses 13a, 13b, 13c, 14a, 14b, 14c, 15a, 15b, 16a, 17a and 17b
are not supported) The well-roundedness involves a variety of aspects knowledge
(customer requirement, technology), skills, expertise and other competencies related to
operational management of organizational. However, the organization may be breadth
well-roundedness but not depth. The organization cannot see the problem or drawback
clearly that could not decrease mistake in work operations, and improve efficiency in
developing new products or services (Ambos, Ambos and Schlegelmilch 2006: Chen
and Huang, 2009).

The Relationships among Business Practice Effectiveness, Organizational
Innovation Success, Organizational Excellence Efficiency , Firm Performance, and

Organizational Learning Capability as a moderator
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Figure 6 The Relationships among Outcomes of Organizational Creativity

Capability, Firm Performance and Organizational Learning

Capability
Organizational
Learning
Capability
H18 (+)
- - H6 (+) H19 (+)
Business Practice — | H2O®#)
Effectiveness
A
H7a (+)
Organizational Hre) |} Firm
Innovation Success *| Performance
H7 b (+)
o H
Organizational 8(*)
Excellence Efficiency

According to Figure 6 the relationships among business practice effectiveness,
organizational innovation success, organizational excellence efficiency , and firm
performance are shown. The moderating role of organizational learning capability is
also presented. This research proposes the relationships among business practice
effectiveness, organizational innovation success, organizational excellence efficiency ,
firm performance in positive directions which are in Hypotheses 6-8. These hypotheses
are transformed to the regression equations 3, 8, and 9. Furthermore, the moderating
effects of organizational learning capability on those relationships are also proposed in
positive directions which are indicated in Hypotheses 18-20, and in regression equation
10.

~ Mahasarakham University



113

Table 10 Descriptive Statistics and Correlation Matrix of three Outcomes of

Organizational Learning Capability

Organizational Creativity Capability, Firm Performance and

Variables BPE OIS OEE FPF OLC
Mean 3.92 4.05 4.29 4.07 418
S.D. 0.73 0.63 0.45 0.66 0.57
OIS 623*%**
OEE D22*** .360***
FPF .662*** 5H3LF** .668***
OoLC S01*** SO7H** 189 283***
FAE -117 -124 -134 .006 -.053
FIS -.065 -134 -.140 -.141 -.094

Note: ***p<0.01

Table 10 illustrates the correlations among business practice effectiveness,
organizational innovation success, organizational excellence efficiency, and firm
performance. As can be seen from Table 10, the results demonstrate the positive
correlation between business practice effectiveness and organizational innovation
success (r = 0.623, p < 0.01), organizational excellence efficiency (r = 0.522, p < 0.01),
and firm performance (r = 0.662, p < 0.01). Likewise, organizational innovation success
is significantly and positively correlated to organizational excellence efficiency (r =
0.360, p < 0.01), and firm performance (r = 0.531,p < 0.01). Moreover, organizational
excellence efficiency has a significant and positive correlation with firm performance (r
= 0.668, p < 0.01). For the organizational learning capability as a moderator, it has a
significant and positive correlation with business practice effectiveness (r = 0.501, p <
0.01), organizational innovation success (r = 0.507, p < 0.01), organizational excellence
efficiency (r = 0.189, p < 0.10), and firm performance (r = 0.283, p < 0.01). In this
research, business practice effectiveness, organizational innovation success,
organizational excellence efficiency, and organizational learning capability are treated
as independent variables, which the results of the correlation analysis show that the
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inter-correlation coefficient are 0.189 -0.623which, don’t exceed 0.8 (Hair et al., 2010).

In addition to the correlations, Table 11 also suggests the maximum value of VIF is
2.475, which is lower than the cut-off score of 10 (Hair et al., 2006). Both correlations

and VIF ensure the non-existence of the multicollinearity problems.

Table 11 Results of the Relationships among Outcomes of Organizational

Creativity Capability, Firm Performance, and Organizational Learning

Capability
Dependents Variables
Independent Variables BPE OEE FPF
Equation 3 Equation 8 Equation 9 Equation 10
BPE(Hs) 341%** 379***
(.087) (.099)
OIS(H7a-c) 621> ** .342%** .168** 184 **
(.079) (.094) (.080) (.087)
OEE(HS) 438*** ALT***
(.074) (.076)
oLC -.067
(.084)
BPE*OLC(H18) 043
(.089)
olIs*oLC (H19) .007
(.080)
OEE*OLC(H20) -.066
(.077)
FAE -.109 -.143 327 ** 342 **
(.175) (.208) (.140) (.144)
FSi .078 -.154 -191 =221
(.181) (.215) (.145) (.149)
Adjusted R? 373 117 601 593
Durbin-Watson 2.080 1.928 2.053 2.140
Maximum VIF 1.139 1.139 1.974 2.475

Note: ** p <0.05, *** p < 0.01
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For the hypothesis testing, the results of OLS regression analysis are identified
in Table 11. Surprisingly, it was found that business practice effectiveness is and
positively related to firm performance (H6:5s7 = 0.341, p < 0.01). This result provides
that firms with practice effectiveness tend to gain greater firm performance. In addition,
this result is consistent with the evidence of previous studies which found that the
effectiveness related to the firm's strategy to generate a sustainable business growth
(Bolat and Yilmaz, 2009; Mouzas, 2006). Moreover, the effectiveness has an impact on
the overall performance (Kumar and Gulati, 2010). Furthermore, based on the resource-
based view, performance is a result of the firm’s capability and resource (Barney, 1991;
Holcomb and Hitt, 2007). Consequently, partners’ knowledge is acquired by
implements strategic outsourcing is the capability (Barney, 1991) which tends to
acquire good performance. Furthermore, the effectiveness has an influence on the
overall performance (Kumar and Gulati, 2010). Thus, Hypothesis 6 is supported.

Moreover, the analyses indicate that organizational innovation success is
significant and positively related to business practice effectiveness (H7a: 3, = 0.621, p
< 0.01), organizational excellence efficiency (H7b:fs4 = 0.342, p < 0.01), and firm
performance (H7c:fss = 0.168, p < 0.05). This is consistent with Haelermans and White
(2012) who found that innovations are positively related to efficiency. Moreover, they
found that profiling, informative, process and education chain innovations are
significantly related to efficiency. This demonstrated how a particular organization was
able to support flexibility and innovation as well as efficiency (Newell et al., 2003).
This is consistent with the study of Naidoo and Vikash (2010) who suggested that
innovation is a form of incremental innovation, focusing between innovations as
improvements in product design, placement, promotion or pricing, and the likelihood of
survival. In addition, Tohidi and Jabbari (2012) found that innovation is the success key
for organizations. For these reasons, it is appropriate to support the earlier finding in
which organization innovation success has a relationship to efficiency, effectiveness,
and the goal of the business. Thus, Hypotheses 7a,7b, and 7c are supported.

The finding indicates that only organizational excellence efficiency is
significantly and positively related to firm performance (H8: s = 0.438, p < 0.01).This

is consistent with Chan (2003), has defined efficiency in the literature of management
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as the utilization of resources (labor, machine, capacity, and energy), and using
resources for their best use of money and time, and accordingly leading to increased
business performance. Thus, Hypothesis 8 is supported.

Additionally, the results of control variables indicate that firm age is related to
firm performance (S = 0.327, p < 0.05). It can be interpreted that a longer period of
time in a business do significantly affect the level of the firm performance and firm size
is not related to firm performance. It can be interpreted that a higher number of
employees do not significantly affect the level of the firm performance.

The Moderating Role of Organizational Learning Capability

The organizational learning capability has no moderating effect on the
relationships among business practice effectiveness (H18: /56 = 0.043, p > 0.10),
organizational innovation success (H19:4;; = 0.007, p > 0.10), organizational
excellence efficiency(H20: 375 = -0.066, p > 0.10), and firm performance. In most prior
research, organizational learning capability has an effect on firm value. This is
consistent with Dawes (2007) propose that organizational learning can support the firm

run more effectively and achieve its goals (Huang and Chu, 2010). Moreover, Madsen

and Desai (2010) suggested that learning of organizational as emphases on knowledge
transfer and integration so as to have effective operations in both the short and long-
term. However, in this research, organizational learning capability had no significant
effect on the relationships between the business practice effectiveness, organizational
innovation success, and organizational excellence efficiency and firm performance. For
this reason, the organization has little support on the financial investment (Morales et
al., 2007), commitment, opposition to the transformation (Vakola, 2000), and the type
of communication has an influence on organizational learning capability, which an
informal effect more than a formal one (Dawes, 2007). In addition, Lenard (2003)
proposes that organizational learning capability cannot effect in the shot-time but it has
effect in the long-time. Thus, Hypotheses 18, 19, and20 are not supported.
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The Relationships among the Antecedents, Organizational Creativity

Capability, and the Moderating Role of Transformational Orientation

Figure 7 The Relationships among Antecedents of Organizational Creativity

Capability, and Transformational Orientation

Executive
Proactive Vision

Transformational

Strategic
Renewal Mindset

Corporate
Resource Readiness

Business
Environment
Complexity

Orientation
H2la-e (+)
H22a-e (+)
H23a-e (+)
Ha-e (+) H24a-e (+)
Organizational Creativity Capability
H10a-e (+ New Manaaement Method
Valuable Human Resource Development
\ AN
Hlla-e (+ Novel Oraanizational Culture
Useful Operational Control
H12a-e (+ Oriaginal Performance Evaluation

Figure 7illustrates the relationships among four antecedents: executive

proactive vision, strategic renewal mindset, corporate resource readiness, business

environment complexity and organizational creativity capability which are proposed in

Hypotheses 9(a-¢) - 12(a-e). The relationship in each hypothesis is proposed in a

positive direction. These hypotheses can be transformed into the regression equation in

Model 11, 13, 15, 17 and 19. In addition, the moderating role of transformational

orientation is proposed to positively influence the relationships among antecedents and

each of five dimensions of organizational creativity capability which are presented in

Hypotheses 21(a-¢) - 24 (a-e). According to these hypotheses, regression equations in
Model 12, 14, 16, 18 and 20are developed.
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Table 12 Descriptive Statistics and Correlation Matrix of Each Dimension of Organizational Creativity Capability,

Its Antecedences, and Transformational Orientation

Variables | NMM VHR NOC uoC OPE EPV SRM CRR BEC TFO
Mean 3.95 3.90 433 4.15 3.94 4.02 4.15 4.27 4.13 4.18
S.D. 0.70 0.68 0.53 0.63 0.70 0.70 0.63 0.48 0.65 0.51
VHR 7847
NOC 635 | 7987
uoC 561 | 5787 | 7317
OPE 6797 | 6937 | 694 | 726
EPV 54777 | 6387 | 6717 | 6137 | 5597
SRM 5637 | 6317 | 585 | 5100 | .601" | .715
CRR 37477 | 42077 | 37377 | 32877 | 4557 | 3477 | 2987
BEC 3357 | 40077 | 32477 | 2407 | 35377 | 3517 | 4747 134
TFO 565 | 4717 | 4097 | 3177 | 4217 | 42177 | 42477 | 2077 | 2707
FAE -.055 -.113 -.138 -121 -.063 -.039 -.040 -.067 -.060 -.029
FIS -.050 -.050 -138 -.143 -.022 -.143 -011 -.020 .043 017

Note: *p<0.10, ** p <0.05, *** p<0.01

p
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Table 12describes the correlations among executive proactive vision, strategic
renewal mindset, corporate resource readiness, business environment complexity, and
each of five dimensions of organizational creativity capability. It can be seen that all
antecedents have a positive correlation with all dimensions of organizational creativity
capability. In details, firstly, executive proactive vision is correlated with new
management method (r = 0.547, p < 0.01), valuable human resource development (r =
0.638, p < 0.01), novel organizational culture formation (r =0.671, p <0.01), useful
operational control establishment (r = 0.613, p < 0.01), and original performance
evaluation system (r = 0.597, p < 0.01). Secondly, strategic renewal mindset is
correlated with new management method (r = 0.563, p < 0.01), valuable human resource
development (r = 0.631, p < 0.01), novel organizational culture formation (r = 0.585, p
< 0.01), useful operational control establishment (r = 0.510, p < 0.01), and original
performance evaluation system (r = 0.601, p < 0.01). Thirdly, corporate resource
readiness is correlated with new management method (r = 0.374, p < 0.01), valuable
human resource development (r = 0.420, p < 0.01), novel organizational culture
formation (r = 0.373, p < 0.01), useful operational control establishment (r = 0.328, p <
0.01), and original performance evaluation system (r = 0.455, p < 0.01). Lastly, business
environment complexity is correlated with new management method (r = 0.335, p <
0.01), valuable human resource development (r = 0.400, p < 0.01), novel organizational
culture formation (r = 0.324, p < 0.01), useful operational control establishment (r =
0.240, p < 0.05), and original performance evaluation system (r = 0.353, p < 0.01). ). In
this research, executive proactive vision, strategic renewal mindset, corporate resource
readiness, business environment complexity, and transformational orientation are
treated as independent variables, which the results of the correlation analysis show that
the inter-correlation coefficient are 0.134 -0.715 which, don’t exceed 0.8 (Hair et al.,
2010). In addition to the correlations, Table 13 also suggests the maximum value of VIF
is 3.207, which is lower than the cut-off score of 10 (Hair et al., 2006). Both

correlations and VIF ensure the non-existence of multicollinearity problems.
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Table 13 Results of theRelationshipsamong Each of Five Dimensions of Organizational Creativity Capability, Its Antecedents,

and Transformational Orientation

Dependents Variables

Independent Variables NMM VHR NOC uoC OPE
Equation 11 | Equation 12 | Equation 13 | Equation 14 | Equation 15 | Equation 16 | Equation 17 | Equation 18 | Equation 19 | Equation 20
EPV/(H9a-e) .238** 176 .330*** 3L4x** A64*** ABT7F** A61*** AT76*** 2T7** 254 **
(.118) (.111) (.104) (.104) (.106) (.109) (.116) (.118) (.109) (.111)
SRM (H10a-€) .295%* A74 274 ** 176 .181* .106 146 .078 .284%* 218 *
(.121) (.117) (.107) (.110) (.109) (.115) (.120) (.125) (.112) (.117)
CRR (H1la-e) 191%* 215%** 203*** 245%** .144* A71%* .130* J161* 261%** .255 ***
(.085) (.082) (.075) (.077) (.077) (.080) (.072) (.087) (.078) (.082)
BEC (H12a-€) .086 .077 112 115 .053 .067 -.009 .026 .083 101
(.090) (.085) (.080) (.080) (.081) (.084) (.089) (.091) (.083) (.085)
TFO .303*** 0.139* 073 -.039 A11
(.089) (.083) (.088) (.095) (.089)
EPV*TFO (H2la-e) .005 .103 .043 -112 .077
(:137) (.128) (.134) (.146) (.136)
SRM*TFO(H22a-¢) -.123 -.182 -.152 -.106 -.165
(.121) (.113) (.118) (:129) (.120)
CRR*TFO(H23a-e) .093 .104 .057 .097 -.044
(.066) (.065) (.065) (.071) (.066)

AN
|
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Table 13 (Continued)

Dependents Variables

Independent Variables NMM VHR NOC uocC OPE
Equation 11 | Equation 12 | Equation 13 | Equation 14 | Equation 15 | Equation 16 | Equation 17 | Equation 18 | Equation 19 | Equation 20
BEC*TFO(H24a-¢) .050 .033 .056 .099 .072
(.081). (.075) (.079) (.086) (.080)
FIA -.027 -.041 -.161 -.180 -.182 -.199 -.156 -.197 -.061 -.054
(.178) (.165) (.158) (.154) (.161) (.162) (.176) (.176) (.164) (.165)
FIS -.019 -.036 .055 .051 -.087 -.099 -.103 -.070 .070 .003
(.187) (.178) (.166) (.166) (.169) (.174) (.185) (:190) (.172) (.177)
Adjusted R? .360 457 495 .525 475 476 373 .381 454 460
Durbin-Watson 1.984 1.894 1.698 1.766 2.018 2.062 2.067 2.140 1.781 1.740
Maximum VIF 2.352 3.207 2.352 3.207 2.352 3.207 2.352 3.207 2.352 3.207
Note: *p <0.10, **p <0.05, ***p < 0.01
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The results of OLS regression analysis are explained in Table 13. Firstly, the
results indicate that executive proactive vision has significantly and positively related to
all five dimensions of organizational creativity capability : new management method
(H9a: fs; = 0.238, p < 0.05), valuable human resource development(H9b: s = 0.330, p
< 0.01), novel organizational culture formation (H9c:f115 = 0.464, p < 0.01), useful
operational control establishment (H9d: 13, = 0.461, p < 0.01), and original
performance evaluation system (H9e:S149 = 0.277, p < 0.05). According to, the
executive who is the most important of transaction of business that moved the
organization toward their goal by the proactive vision of executive to contribute
stimulate creativity (Strickland and Towler, 2010). The results indicate that executive
proactive vision as a viewed guideline or an idealized goal to clarify of the firm’s
operations with a forward-looking perspective involving introducing new products or
services ahead of the competition, focusing on innovation, technology, newness, and
dynamic technology. Moreover, it analyses and understands environmental change
(Larwood et. al., 1995; Lumpkin and Dess, 2001; Phong-inwong and
Ussahawanitchakit, 2012).Thus, Hypotheses 9a,9b, 9c, 9d, and 9e are supported.

Secondly, the findings from this research describe that, strategic renewal
mindset is significantly and positively related to new management method (H10a:fs, =
0.295, p < 0.05),valuable human resource development (H10b: s = 0.274, p < 0.05),
novel organizational culture formation (H10c:f116 = 0.181, p < 0.10), and original
performance evaluation system (H10e: 550 = 0.284, p < 0.05). When firms have
strategic renewal mindset, they are likely to recognize the importance of modify
strategic, creating novel and useful ideas which generate new creativity (Perry-Smith
and Shalley, 2003). As a result, they are able to explore, create, and develop capability
of organization. Moreover, Slater et al (2010) found that firms with greater capability to
create something is more successful in responding to their environments and developing
new capabilities that lead to competitive advantage and superior performance. Hence,
firms with higher strategic renewal mindset appear to have greater creativity capability.
Thus, Hypotheses 10a, 10b, 10c, 10e are supported. However, the relationships among
strategic renewal mindset and useful operational control establishment were not

found(H10d: $133 = 0.007, p > 0.10).Thus, Hypothesis 10d is not supported.
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Thirdly, the analyses indicate that corporate resource readiness has a
significant and positive relationship with four outcomes: related to new management
method (H11la:fs3 =0.191, p < 0.05), valuable human resource development
(H11b: B0 = 0.203, p < 0.01), novel organizational culture formation (H11c: 17 =
0.144, p < 0.10), useful operational control establishment (H11d: 313, = 0.130, p < 0.10),
and original performance evaluation system (H11e:f15; = 0.261, p < 0.01).

The resource-based view (RBV) is a tool for considering the strategic resources
available to a business. The fundamental principle of the RBV is the basis for a
competitive advantage of a firm which bundles valuable resources for the firm’s
disposal (Rumelt, 1984; Wernerfelt, 1984). The resource-based view explains that a
firm uses internal resources and capabilities for building sources for the purpose of
competitive advantage (Barney, 1991). Resources include all firm assets, capabilities,
organizational processes, attributes, information, experience, knowledge, and
technology. In a resource-based perspective, resources can be tangible, intangible and
personnel-based (Grant, 1991). Likewise, these abilities comprise at least three
dimensions: physical assets, technologies and skills required to use them; human
resources and organizational capabilities such as culture and values; and the intangible
resources of reputation and radical expertise. However, if the firms have the resources
in readiness and potentiality, this advantage will support the firms to create new
opportunity. Based on the integrative concept of RBV and readiness for change, firm
resource readiness refers to a firm’s ability to allocate the existence of a firm’s
resources to maximize benefits, and the adequacy of a firm’s resource can compete with
competitors (Tzokas et al.,1997). In addition, Takeno (2001) indicates that utilizing the
shared resource, the updated information should also be gained and shared by processes
including information-sharing, resource-sharing, techniques and know-how sharing, and
opportunity-sharing. Firm resource readiness has been shared over the firm where the
capability to create new products, new services, and new processes will increase
(Barner, 1997; Kratzer et al., 2008). Thus, Hypotheses 11a, 11b, 11c,11d, and 11e are
supported.

Finally, there is not significant relationships among business environment
complexity and five dimensions of organizational creativity capability : new

management method (H12a:/s4 = 0.086, p > 0.10), valuable human resource
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development (H12b:510; = 0.112, p > 0.10), novel organizational culture formation
(H12c:f118 = 0.086, p > 0.10), useful operational control establishment (H12d: 535 =-
0.009, p > 0.10), and original performance evaluation system (H12e: /5, = 0.083, p >
0.10). Owing to, business environment complexity as the firm’s perception concerns
heterogeneity, diversity, instability, and uncertainty, which are external factors affecting
the operation and strategies of the organization. Examples are the changing of customer
preferences, market demand diversity, increase of competitor numbers, new
competitors’ entry into the market, and technological change (Limpsurapong and
Ussahawanitchakit, 2011; Prempree and Ussahawanitchakit, 2012; Luo, 2001; Zhou,
Yim and Tse, 2005) factors beyond the firm’s control (Lissack and Gunz, 2005).
Business environment with homogeneous industries face the same external environment
such as changing customer requirement or technological change in the same. Although
the few corporate has superior performance in the other firm that factors effect on firm
differentiate performance such as evaluation capability, resource development and
dominant competence which lead to high performance in firm. (Barney and Hesterly,
2006: Dess, 2007) Therefore, business environment complexity has no significant affect
organizational creativity capability. Thus, Hypotheses 12a,12b, 12c, 12d, 12e are not
supported.

Additionally, the results of control variables indicate that firm age and firm
size are not related to all Antecedences of organizational creativity capability. It can be
interpreted that a longer period of time in a business and a higher number of employees
do not significantly affect the level of all dimensions of organizational creativity
capability.

The Moderating Role of Transformational Orientation

From the findings in Table 13, the moderating effect of transformational
orientation on the relationships between executive proactive vision has not positively
significant on new management method (H21a: 5, = 0.005, p > 0.10), valuable human
resource development (H21b: 109 = 0.103, p > 0.10), novel organizational culture
formation (H21c: S126 = 0.043, p > 0.10), useful operational control establishment
(H21d: 143 = -0.112, p > 0.10), and original performance evaluation system (H21e: fis9
=0.077, p > 0.10). Moreover, the moderating effect of transformational orientation on

the relationships between strategic renewal mindset has not positively significant on
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new management method (H22a: fy3 = -0.123, p > 0.10), valuable human resource
development (H22b: 110 = -0.182, p > 0.10), novel organizational culture formation
(H22c: f127 = -0.152, p > 0.10), useful operational control establishment (H22d: f144 = -
0.106, p > 0.10), and original performance evaluation system (H22e: B160 = -0.165, p >
0.10). Furthermore, the moderating effect of transformational orientation on the
relationships between corporate resource readiness has not positively significant on new
management method (H23a: 4 = 0.093, p > 0.10), valuable human resource
development (H23b: 111 = -0.104, p > 0.10), novel organizational culture formation
(H23c: f128 = 0.057, p > 0.10), useful operational control establishment (H23d: f145 =
0.097, p > 0.10), and original performance evaluation system (H23e:B161 = -0.044, p >
0.10). In addition, the moderating effect of transformational orientation on the
relationships between business environment complexity has not positively significant on
new management method (H24a: s = 0.050, p > 0.10), valuable human resource
development (H24b: 411, = 0.033, p > 0.10), novel organizational culture formation
(H24c: f129 = 0.056, p > 0.10), useful operational control establishment (H24d: f146 =
0.099, p > 0.10), and original performance evaluation system (H24e: 6 = 0.072, p >
0.10). Possibility, operational environment affect employee creativity that leads to
competence in organizational creativity. On the other hand if operational environment
has been resisted organizational creativity, it will not happen. Transformational
orientation consists of the first one structural such as the new CEO, combining line of
command, the second one behavioral change which transformational behavior or the
practices of the organization and personal in organization such as customer focus or
annual performance measurement, the third one technological change which internal
and external in organization such as management in call center system, defect tracking
system or e-mail system that entire change cause operating force. That’s all operational
environment affect employee creativity that leads to competence in organizational
creativity. Thus, Hypotheses 21a-21e, 22a-22¢, 23a-23e, and 24a-24e are not
supported.
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Summary

This chapter describes the results of data analysis in this research. There are
two main parts. The first part indicates the respondent and sample characteristics. These
characteristics are explained by a percentage. Also, correlations among all variables are
analyzed and presented as a correlation matrix and are explained by using descriptive
statistics such as mean and standard deviation. Another part points out the results and
discussions of hypotheses testing in combination with specific correlation analysis and
multiple regression analysis. The results reveal that new management method and
valuable human resource development, treated as dimension 1 and 2 respectively, are
important determinants to yield higher business practice effectiveness, and
organizational innovation success. Interestingly, it can be stated that organizational
well-roundedness is the additional influence of some dimensions of organizational
creativity capability to earn greater positive outcomes. On the other hand, the business
practice effectiveness, organizational innovation success, and organizational excellence,
efficiency have a strong positive relationship with firm performance. On the part of the
antecedents of organizational creativity capability, executive proactive vision and
corporate resource readiness seems to be the most influential determinant of
organizational creativity capability. For the moderating role of organizational learning
capability and transformational orientation, they do not play a moderating role. To
summarize, Hypotheses 6, 7, 8, 9, and 11 are significantly supported, Hypotheses 1, 2,
3,5, 10, 15, 16, and 17 are partially supported, and Hypotheses 4, 12, 13, 14, 18, 19,
20,21, 22, 23, and 24 are not significantly supported. This research provides the
summary of the results of hypotheses testing as presented in Table 14.

The next chapter illustrates the conclusion of the research which provides a
summary of the entire research. Additionally, the contributions, limitations, and

research directions for further research are also discussed.
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Table 14 A Summary of the Results of Hypotheses Testing
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Hypothesis Description of Hypothesized Relationships Results
Hla New management method has a positive influence on
_ _ ) Supported
business practice effectiveness.
Hi1b New management method has a positive influence on
o _ ] Supported
organizational innovation success.
Hic New management method has a positive influence on Not
organizational excellence efficiency. Supported
H2a Valuable human resource development has a positive
) ) ) ) Supported
influence on business practice effectiveness.
H2b Valuable human resource development has a positive
] o _ _ Supported
influence on organizational innovation success.
H2c Valuable human resource development has a positive Not
influence on organizational excellence efficiency. Supported
H3a Novel organizational culture formation has a positive Not
influence on business practice effectiveness. Supported
H3b Novel organizational culture formation has a positive
. . . : Supported
influence on organizational innovation success.
H3c Novel organizational culture formation has a positive Not
influence on organizational excellence efficiency. Supported
H4a Useful operational control establishment has a positive Not
influence on business practice effectiveness. Supported
H4b Useful operational control establishment has a positive Not
influence on organizational innovation success. Supported
H4c Useful operational control establishment has a positive Not
influence on organizational excellence efficiency. Supported
H5a Original performance evaluation system has a positive Not
influence on business practice effectiveness. Supported
H5b Original performance evaluation system has a positive Not
influence on organizational innovation success. Supported
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H5c Original performance evaluation system has a positive
influence on organizational excellence efficiency. Supported
H6 Business practice effectiveness has a positive influence on
_ Supported
firm performance.
H7a Organizational innovation success has a positive influence on
_ _ ) Supported
business practice effectiveness.
H7b Organizational innovation success has a positive influence on
o o Supported
organizational excellence efficiency.
H7c Organizational innovation success has a positive influence on
) Supported
firm performance.
H8 Organizational excellence efficiency has a positive influence
] Supported
on firm performance.
H9a Executive proactive vision has a positive influence on new
Supported
management method.
H9b Executive proactive vision has a positive influence on
Supported
valuable human resource development.
H9c Executive proactive vision has a positive influence on novel
o ) Supported
organizational culture formation.
H9d Executive proactive vision has a positive influence on useful
_ ) Supported
operational control establishment.
H9%e Executive proactive vision has a positive influence on original
) Supported
performance evaluation system.
H10a Strategic renewal mindset has a positive influence on new
Supported
management method.
H10b Strategic renewal mindset has a positive influence on valuable
Supported
human resource development.
H10c Strategic renewal mindset has a positive influence on novel
Supported

organizational culture formation.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H10d Strategic renewal mindset has a positive influence on useful Not
operational control establishment. Supported
H10e Strategic renewal mindset has a positive influence on original
) Supported
performance evaluation system.
Hlla Corporate resource readiness has a positive influence on new
Supported
management method.
H11lb Corporate resource readiness has a positive influence on
Supported
valuable human resource development.
Hillc Corporate resource readiness has a positive influence on
o ) Supported
novel organizational culture formation.
H11d Corporate resource readiness has a positive influence on
useful operational control establishment. Supported
Hille Corporate resource readiness has a positive influence on
original performance evaluation system. Supported
H12a Business environment complexity has a positive influence on Not
new management method. Supported
H12b Business environment complexity has a positive influence on Not
valuable human resource development. Supported
H12c Business environment complexity has a positive influence on Not
novel organizational culture formation. Supported
Hi2d Business environment complexity has a positive influence on Not
useful operational control establishment. Supported
H12e Business environment complexity has a positive influence on Not
original performance evaluation system. Supported
H13a Organizational well-roundedness will positively moderate the Not
0
relationship between new management method and business
Supported

practice effectiveness.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H13b Organizational well-roundedness will positively moderate the Not
0
relationship between new management method and
o _ _ Supported
organizational innovation success.
H13c Organizational well-roundedness will positively moderate the Not
0
relationship between new management method and
o o Supported
organizational excellence efficiency.
H1l4a Organizational well-roundedness will positively moderate the Not
0
relationship between valuable human resource development
) ) _ Supported
and business practice effectiveness.
H14b Organizational well-roundedness will positively moderate the N
ot
relationship between valuable human resource development
o ) ) Supported
and organizational innovation success.
Hl4c Organizational well-roundedness will positively moderate the Not
0
relationship between valuable human resource development
o o Supported
and organizational excellence efficiency.
H15a Organizational well-roundedness will positively moderate the Not
0
relationship between novel organizational culture formation
) ) _ Supported
and business practice effectiveness.
H15b Organizational well-roundedness will positively moderate the Not
0
relationship between novel organizational culture formation
o ) ) Supported
and organizational innovation success.
H15c¢ Organizational well-roundedness will positively moderate the
relationship between novel organizational culture formation Supported
and organizational excellence efficiency.
H16a Organizational well-roundedness will positively moderate the N
ot
relationship between useful operational control establishment
Supported

and business practice effectiveness.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H16b Organizational well-roundedness will positively moderate the
relationship between useful operational control establishment | Supported
and organizational innovation success.
H16¢ Organizational well-roundedness will positively moderate the
relationship between useful operational control establishment | Supported
and organizational excellence efficiency.
H17a Organizational well-roundedness will positively moderate the
relationship between original performance evaluation system | Supported
and business practice effectiveness.
H17b Organizational well-roundedness will positively moderate the N
ot
relationship between original performance evaluation system
o ) ) Supported
and organizational innovation success.
H17c Organizational well-roundedness will positively moderate the Not
0
relationship between original performance evaluation system
o o Supported
and organizational excellence efficiency.
H18 Organizational learning capability will positively moderate Not
0
the relationship between organizational innovation success
) Supported
and firm performance.
H19 Organizational learning capability will positively moderate Not
0
the relationship between business practice effectiveness and
_ Supported
firm performance.
H20 Organizational learning capability will positively moderate Not
0
the relationship between organizational excellence efficiency
) Supported
and firm performance.
H21a Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and new
Supported

management method.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H21b Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and valuable
Supported
human resource development.
H21c Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and novel
o ) Supported
organizational culture formation.
H21d Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and useful
_ ) Supported
operational control establishment.
H2le Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and original
) Supported
performance evaluation system.
H22a Transformational orientation will positively moderate the Not
0
relationship between strategic renewal mindset and new
Supported
management method.
H22b Transformational orientation will positively moderate the Not
0
relationship between strategic renewal mindset and valuable
Supported
human resource development.
H22c Transformational orientation will positively moderate the N
ot
relationship between strategic renewal mindset and novel
o ) Supported
organizational culture formation.
H22d Transformational orientation will positively moderate the N
ot
relationship between strategic renewal mindset and useful
_ ) Supported
operational control establishment.
H22e Transformational orientation will positively moderate the N
ot
relationship between strategic renewal mindset and original
Supported

performance evaluation system.
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Hypothesis Description of Hypothesized Relationships Results
H23a Transformational orientation will positively moderate the N
ot
relationship between corporate resource readiness and new
Supported
management method.
H23b Transformational orientation will positively moderate the Not
0
relationship between corporate resource readiness and
Supported
valuable human resource development.
H23c Transformational orientation will positively moderate the Not
0
relationship between corporate resource readiness and novel
o ) Supported
organizational culture formation.
H23d Transformational orientation will positively moderate the N
ot
relationship between corporate resource readiness and useful
) ) Supported
operational control establishment.
H23e Transformational orientation will positively moderate the Not
0
relationship between corporate resource readiness and
o ) Supported
original performance evaluation system.
H24a Transformational orientation will positively moderate the Not
0
relationship between business environment complexity and
Supported
new management method.
H24b Transformational orientation will positively moderate the
relationship between business environment complexity and Supported
valuable human resource development.
H24c Transformational orientation will positively moderate the N
ot
relationship between business environment complexity and
o ) Supported
novel organizational culture formation.
H24d Transformational orientation will positively moderate the N
ot
relationship between business environment complexity and
Supported

useful operational control establishment.

> Mahasarakham University




134

Table 14 (Continued)

Hypothesis Description of Hypothesized Relationships Results
H24e Transformational orientation will positively moderate the Not
0
relationship between business environment complexity and
Supported

original performance evaluation system.
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CHAPTER IV

RESULTS AND DISCUSSION

The previous chapter explains research methods which include the sample
selection and procedure of data collection. Also, data analysis and hypothesis testing are
described. Next, the organization of this chapter is organized as follows. Firstly, this
chapter presents the response characteristics, the sample characteristics, and correlation
analysis. Secondly, the hypothesis testing and the results are detailed. Finally, the
summary of all hypotheses testing is given in Table 14.

Respondent Characteristics

Respondent Characteristics

The respondents are Chief Executive Officer (CEO) or managing director
who has the most comprehensive knowledge regarding firm characteristics, corporate
strategy, and firm performance. The respondent characteristics are described by the
demographic characteristics, including gender, age, marital status, education level,
average monthly income, working experience, and current position.

Table B1 (see Appendix B) shows the demographic characteristics of 104
respondents with returned mail surveys and presents in detail the demographic
information as follows. Approximately 59.60 percent of respondents are female. The
span of age of respondents is 30 - 40 years old (47.10 percent). The majority of
respondents are single (50.00 percent). A total of 53.80 percent earned a higher than
bachelor’s degree or equal. Of the respondents, 34.60 percent have working experiences
more than 15 years. The average monthly income of respondents is less than 50,000
Baht (36.50 percent). Finally, the majority of the respondents hold a position as
managing director 50.00 percent.
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Firm Characteristics

In addition, Table C1 (see Appendix C) shows the particulars of the
characteristics of the software businesses in Thailand. The maximum percentage of
business characteristics are as follows: most forms of business are the limited/public
company (89.40 percent). Addition, approximately 38.50 percent of firm respondents has
been operating in a software business 5-10 years. The majority of the firm respondents
have operating capital less than 25,000,000 Baht (41.30 percent). The most of firm
respondents have an average annual income of more than 50,000,000 Baht (36.50
percent). In addition, 70.20 percent of the firm employs less than 50full-time employees.

Correlation Analysis

This research employs a bivariate correlation analysis of Pearson
Correlation on all variables 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 inter-correlation between
independent variables exceeds 0.80 (Hair et al., 2006). In this research, the bivariate
correlation procedure is subject to a two-tailed test of statistical significance at 3 levels
asp <0.10, p<0.05, and p < 0.01. The results of the correlation analysis of all
variables in this research are shown in Table 7.

From Table 7 it can be shown that the all of five dimensions of
organizational creativity capability have significant positive relationships with business
practice effectiveness, organizational innovation success, organizational excellence
efficiency and firm performance (r = 0.368 - 0.789, p <0.01). For the antecedents, these
variables have significantly related to all dimensions of organizational creativity
capability (r = 0.240, p < 0.05 - 0.671, p < 0.01). The moderating effects of,
organizational well-roundedness, organizational learning capability, and
transformational orientation have correlations with all independent variables between
0.189, p <0.10 - 0.641, p < 0.01. In addition to the relationships among variables, the
correlations between independent variables in the conceptual model are in the range of
0.207 - 0.789, p <O0.
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Table 7 Descriptive Statistics and Correlation Matrix of Organizational Creativity Capability and all Constructs

Variables NMM VHR NOC uoC OPE BPE oIS OEE FPF EPV SRM CRR BEC OWR OoLC TFO FAE
Mean 3.95 3.90 433 4.15 3.94 3.92 4.05 4.29 4.07 4.02 4.15 4.27 4.13 4.08 418 4.18 N/A
S.D. 0.70 0.68 0.53 0.63 0.70 0.73 0.63 0.45 0.66 0.70 0.63 0.48 0.65 0.72 0.57 0.51 N/A
VHR 784
NOC 635 798
uoc 5617 578" 7317
OPE 679 .693 1694 726
BPE 787 789 701 583 686
oIS 624 .690 669 4547 4957 6237
OEE 3687 AT 4607 4047 5617 5227 3607
FPF 459 593 624 572 627 662 531 668
EPV 547 638 671 6137 5977 7127 6257 5897 7937
SRM 563 631 585 510 601 665 509 561 675 715
CRR 374 420 373 3287 4557 397 3547 4867 4407 34T 298"
BEC 3357 4007 3247 2407 3537 3557 347 3387 367 3517 4747 134
OWR 577 635 641 557 613 712 600 581 718 746 773 349 427
oLC 5467 4207 3177 12327 13097 5017 5077 .189 2837 3777 3367 4367 .246™ 44177
TFO 565 471 409 317 421 484 413 177 332 421 424 207 270 416 292
FAE -.055 -113 -138 -121 -.063 -117 -124 -134 .006 -.039 -.040 -.067 -.060 -.061 -.053 -.029
FIS -.050 -.050 -.138 -.143 -.022 -.065 -134 -.140 -141 -143 -011 -.020 043 -143 -.094 017 337

™ Correlation is significant at the 0.01 level (2-tailed)

™ Correlation is significant at the 0.05 level (2-tailed)

Mahasarakham University

¢0T



Hypotheses 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. There are twenty equations in this research. The results of descriptive

statistics and hypothesis testing are discussed according to the regression equations as

follows:

Figure 5 The Relationships among Each Dimension of Organizational

Creativity Capability, Its Consequences, and the Moderating Role of

Organizational Well-roundedness

Organizational Creativity Capability

New Manaagement Method

Organizational
Well - roundedness
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The Relationships among Each Dimension of Organizational Creativity

Capability, Its Consequences, and the Moderating Role of Organizational Well-

roundedness

Figure 5shows the relationships among organizational creativity capability

and its consequences which are proposed in Hypotheses 1(a-c)-5(a-c). The relationship in

each hypothesis is proposed in a positive direction. These hypotheses can be transformed

into the regression equation in Model 1, 4, and 6. In addition, the moderating role of

organizational well-roundedness is proposed to positively influence on the relationships

among each of five dimensions of organizational creativity capability, which are

presented in Hypotheses 13(a-c)-17 (a-c). According to these hypotheses, regression

equations in Model 2, 5, and 7are developed.

Table 8 Descriptive Statistics and Correlation Matrix of Organizational Creativity

Capability, Its Consequences, and Organizational Well-roundedness

Variable | NMM VHR NOC uoC OPE BPE (O] ) OEE OWR
S

Mean 3.95 3.90 4.33 4.15 3.94 3.92 4.05 4.29 4.08
S.D. 0.70 0.68 0.53 0.63 0.70 0.73 0.63 0.45 0.72

VHR 184%**

NOC .635*** 198***

uoC 561x** S578*F** | [ 731F**

OPE B79%** B693*F* | 694*F* | 726%**

BPE T8TF** J789*** | 701*** | 583*** | 686***

O] N} .624%** 690*** | .669*** | 454%**F | AQ5FF* | G23FF*

OEE .368*** AT6*** | 460*** | 404%**F | 5E1*F** | 522*%** | 360***

OWR STT*** 635%** | 641*** | 557*F** | 613*** | 712*%** | 600*** | 581*F**

FAE -.055 -.113 -.138 -121 -.063 -117 -124 -.134 -.061
FIS -.050 -.050 -.138 -.143 -.022 -.065 -.134 -.140 -.143

creativity capability and its consequences. For the first dimension, the results identify

Table 8 indicates the correlations among each dimension of organizational

the positive correlation between new management method and business practice
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effectiveness (r = 0.787, p < 0.01), organizational innovation success (r = 0.624, p <
0.01), and organizational excellence efficiency (r = 0.368, p < 0.01). For the second
dimension, valuable human resource development is significantly and positively
correlated to business practice effectiveness (r = 0.789, p < 0.01), organizational
innovation success (r = 0.690, p < 0.01), and organizational excellence efficiency (r =
0.476, p < 0.01). For the third dimension, novel organizational culture formation is
significantly and positively correlated to business practice effectiveness (r = 0.701, p <
0.01), organizational innovation success (r = 0.669, p < 0.01), and organizational
excellence efficiency (r = 0.460, p < 0.01). For the fourth dimension, useful operational
control establishment has a significant and positive correlation with business practice
effectiveness (r = 0.583, p < 0.01), organizational innovation success (r = 0.454, p <
0.01), and organizational excellence efficiency (r = 0.404, p < 0.01). For the fifth
dimension, original performance evaluation system has a significant and positive
correlation with business practice effectiveness (r = 0.686, p < 0.01), organizational
innovation success (r = 0.495, p < 0.01), and organizational excellence efficiency (r =
0.561, p <0.01). In this research, new management method, valuable human resource
development, novel organizational culture formation, useful operational control
establishment, original performance evaluation system, and organizational well-
roundedness are treated as independent variables, which the results of the correlation
analysis show that the inter-correlation coefficient are 0.561 -0.798 which, don’t exceed
0.8 (Hair et al., 2010). In addition to the correlations, Table 9 also points out the
maximum value of VIF is 5.071, which is lower than the cut-off score of 10 (Hair et al.,
2006). Both correlations and VIF ensure the non-existence of multicollinearity
problems.

The results of the OLS regression analysis are explained in Table 9. Firstly, the
results indicates that the new management method (the first dimension) insignificant
and positively related to two outcomes: business practice effectiveness (Hla: 5, = 0.428,
p < 0.01), organizational innovation success (H1b: 34 = 0.261, p < 0.05). In terms of
new management method, according to Hargadon (2002), the new management method
Is greater the diversity of sources the firm has more likely it is that the insight gained
from these sources are recombined in creative and valuable ways to try new

management techniques. Thus, the new management method is defined as an ability of a
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firm to try new management ideas and methods. Moreover, new management methods
search for new ideas to combine these with existing knowledge and new techniques
which lead to business effectiveness (McNelly, 2009). Likewise, Macduffie (1995)
mentions that new management methods aim to create either superior outputs or

organizational innovation. Thus, Hypotheses 1a and 1b are supported.

Table 9 Results of the Relationships Organizational Creativity Capability and

Its Consequences and Organizational Well-roundedness

Independent Dependents Variables
Variables BPE OIS OEE
Equation1 | Equation2 | Equation4 | Equation5 | Equation6 | Equation?7
NMM (H1a-c) A428*** A37F** .261** .207* -.180 J11
(.089) (.087) (.118) (.117) (.139) (.131)
VHR(H2a-c) 296 .201* 273* 276* 253 .099
(.1112) (.109) (.147) (.147) (.174) (.164)
NOC(H3a-c) 105 .076 A401*** .304** .035 -.003
(.105) (.104) (.138) (.141) (.164) (.157)
UOC (H4a-c) .015 -.003 -.093 -.123 -.075 -.057
(.088) (.087) (.116) (.117) (.137) (.130)
OPE (H5a-c) .106 .007 -.041 -.054 53 2%** .326**
(.090) (.091) (.162) (.123) (.141) (.137)
OWR 263**F* 257*** ST7+**
(.070) (.094) (.105)
NMM*OWR(H13a-c) -.041 .-.081 -.084
(.093) (.126) (.140)
VHR*OWR(H14a-c) -.008 125 .088
(.102) (.138) (.154)
NOC*OWR(H15a-c) 132 -.178 .294*
(.116) (.157) (.174)
UOC*OWR(H16a-c) -.139 194 * A450***
(.086) (.117) (-130)
OPE*OWR(H17a-c) .005 .080 .204*
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Table 9 (Continued)

Dependents Variables
Independent
. BPE OIS OEE
Variables
Equation1 | Equation2 | Equation4 | Equation5 | Equation6 | Equation?7
(.075) (.101) (.112)
FIA -.080 -.136 -.013 -.024 -101 -.165
(.117) (.111) (.156) (.151) (.184) (.167)
FIS .007 .037 -.160 -.072 -.248 -.292
(.122) (.117) (.162) (.159) (.192) (.176)
Adjusted R? 721 .760 512 .560 314 456
Durbin-Watson 1.922 1.810 2.187 1.947 2.060 1.963
Maximum VIF 4,533 5.071 4,533 5.071 4.533 5.071

Note: * p <0.10, ** p <0.05, *** p < 0.01

Moreover, the new management method is not significantly related to
organizational excellence efficiency (H1c:fu4 = -0.180, p > 0.10). Even though the
unique management method differentiates firms from other competing firms, it is
complex, high cost, and difficult tangibly evaluates the quality. As a consequence, it
may not significantly affect excellence efficiency of business (De Brentani, 1995).Thus,
Hypotheses 1c is not supported.

Secondly, it is found that valuable human resource development (the second
dimension) is significantly and positively related to business practice effectiveness
(H2a: 5, = 0.296, p < 0.01), organizational innovation success (H2b: 55 = 0.273, p <
0.10). This is consistent with Dakhli and De Clercq (2004) suggests that the value of
intangible assets, such as human capital, have a strong support for the positive
relationship between human capital value and innovation. Moreover, Bayo-Moriones
and Merino-Diaz De Cerio (2004) and Wright and Snell (2005) found that human
capital value improves productivity, and thus, create additional competency
development. The value of human capital increases multifold when all employees learn
and follow the best practices (Murthy and Abeysekera, 2007). These findings are
consistent with Way and Johnson (2005) who found that the results indicate a strong

relation between strategic management human resource management and organizational

~ Mahasarakham University



108

strategies (e.g., human resource management policies, practices, systems, etc.), and
organizational effectiveness. Thus, Hypotheses 2a and 2b are supported.

Moreover, the valuable human resource development is not significantly
related to organizational excellence efficiency(H2c: S5 = 0.253, p > 0.10). In terms of
valuable human resource development, according to Marimuthu et, al. (2009) proposes
that human capital investment has various activities which improve the quality
(productivity) of the worker. On the one hand, human capital investment has complex,
long-term, and high cost. As a consequence, it may not significantly affect excellence
efficiency of business. Thus, Hypothesis 2c is not supported.

Thirdly, the findings suggest that novel organizational culture formation(the
third dimension) has significant relationships with organizational innovation success
(H3c:B6 = 0.401, p < 0.01).This is consistent with Martins and Terblanche (2003)
found that corporate culture had a significant to moderate the organizational members in
generate creativities and new innovation within organization. The elements that
determine the corporate culture and facilitate creation and innovation comprise strategy,
structure, instrument, and communication. The attributes of these elements must clarity
and focus on creation and innovation relate to the goals and objective of the firms.
Thus, Hypothesis 3b is supported. Also, novel organizational culture formation has not
significant relationships with business practice effectiveness(H3a: 5; = 0.105, p >
0.10),and organizational excellence efficiency(H3c: S = 0.035, p > 0.10).
Organizational culture is an important issue because it is the critical factor controlling
an organization’s capacity, effectiveness, survival and success or fail of organizational
(Schein, 2004; McShane and VVon Glinow, 2003). With regard to novel organizational
culture formation may be not cause practice effectiveness and excellence efficiency of
organizational because new organizational culture might not inappropriate and
inconsistent with the goals or objectives of the organization. Thus, Hypotheses 3a and
3c are not supported.

Fourthly, the findings suggest that useful operational control establishment(the
third dimension) has no significant relationships with all three consequences, including
business practice effectiveness (H4a: 5, = 0.015, p > 0.10), organizational innovation
success (H4b: 7 =-0.093, p > 0.10), and organizational excellence efficiency(H4c: Sz

=-0.075, p > 0.10). May be due to operational controlling may break new ideas of
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employees in the firm or interrupt work processes of the firm. This is consistent with
prior research found that the controlling had a negative effect on creative capability,
which firms without creative competency, the innovation, efficiency, and effectiveness
of the firms cannot established congruent with Jeacle and Carter (2012). Thus,
Hypotheses 4a , 4b and 4c are not supported.

Finally, the research reveals that the original performance evaluation system is
significantly and positively associated with organizational excellence efficiency(fss =
0.532, p < 0.01). Moreover, performance evaluation is very important in an organization
because it supports frame phenomena in ways that effect our observations and
explanations of them, which in turn, affect decisions and actions (Johns, 2006).Thus,
Hypotheses 5c is supported. However, original performance evaluation system has no
significant relationship with business practice effectiveness (H5a: s = 0.106, p > 0.10),
and organizational innovation success (H5b: s =-0.041, p > 0.10). However, the
organizational output measurement has diversity of measure such as financials,
customers, resource utilization, business processes which are not clearly in evaluation
(Chenhall, 2005). On the other hand, in the appraisal does not directly affect to the
innovation and effectiveness in short-term. The assessment must take feedback of
evaluation output for improving. Thus, Hypotheses 5a and 5b are not supported.

Additionally, the results of control variables indicate that firm age and firm
size are not related to all dimensions of organizational creativity capability. It can be
interpreted that a longer period of time in a business and a higher number of employees
do not significantly affect the level of business practice effectiveness, organizational
innovation success, and organizational excellence efficiency.

The Moderating Role of Organizational Well-roundedness

From the findings in Table 9, the moderating effect of organizational well-
roundedness on the relationships among each of five dimensions of organizational
creativity capability and three consequences are as follows. Organizational well-
roundedness has no significant moderating effects on the relationships among new
management method and all of three outcomes: business practice effectiveness
(H13a: 614 = -0.041, p > 0.10), organizational innovation success (H13b: 57 = -0.081, p
> 0.10), and organizational excellence efficiency (H13c:fs7 = -0.084, p > 0.10).Thus,
Hypotheses 13a, 13b, and 13c are not supported.
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In addition, organizational well-roundedness has no significant moderating
effects on the relationships among valuable human resource development and all of
three outcomes: business practice effectiveness (H14a: 45 = -0.008, p > 0.10),
organizational innovation success (H14b: ;5 = 0.125, p > 0.10), and organizational
excellence efficiency (H14c:fss = 0.088, p > 0.10).Thus, Hypotheses 14a, 14b, and1l4c
are not supported.

In addition, organizational well-roundedness has no significant moderating
effects on the relationships among novel organizational culture formation and two
outcomes : business practice effectiveness (H15a: 56 = 0.132, p > 0.10), and
organizational innovation success (H15b: 39 = -0.178, p > 0.10). Thus, Hypotheses 15a
and 15b are not supported. Furthermore, organizational well-roundedness plays a
significant and positive moderating role as hypothesized on only the relationships
among novel organizational culture formation and organizational excellence efficiency
(fs9 = 0.294, p <0.10). Thus, Hypothesis 15c is supported.

Next, the results also present the non-significance of the moderating effects of
organizational well-rounded on the relationship between useful operational control
establishment and business practice effectiveness (H16a: /7 = -0.139, p > 0.10). Thus,
Hypothesis 16a is not supported. Furthermore, organizational well-roundedness plays a
significant and positive moderating role as hypothesized on only the relationships
among useful operational control establishment and two outcomes: organizational
innovation success (H16b: 5 = 0.194, p <0.10), and organizational excellence
efficiency (H16c¢: s = 0.450, p < 0.01). Thus, Hypotheses 16b and 16c¢ are supported.
Similarly, organizational well-roundedness has no significant moderating effects on the
relationships between original performance evaluation system and two outcomes:
business practice effectiveness (H17a:/:s = 0.005, p > 0.10), and organizational
innovation success (H17b: 54 = 0.080, p > 0.10).Thus, Hypotheses 17a and 17b are not
supported. Furthermore, organizational well-roundedness plays a significant and
positive moderating role as hypothesized on only the relationships among original
performance evaluation system and organizational excellence efficiency (H17c:fs1 =
0.204, p < 0.10). Thus, Hypothesis 17c is supported.

Summarize of the moderating effect of organizational well-roundedness on the

relationships between each of five dimensions of organizational creativity capability
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and three consequences are as follows. The moderating effect testing consists of two
parts. The first one is organizational well-roundedness plays a significant and positive
moderating role (Hypotheses 15c, 16b , 16¢ and 17c are supported) This result,
according prior research suggests that organizational well-roundedness encourages
organizations to attain its target (Ford and Staples, 2006; Theriou and Chatzoglou,
2008). Moreover, organizational well-roundedness is the activity that is performed to
produce goods or services by changing inputs into outputs (Ghrairi, 2011) is able to
apply in the development of work process (Cintrén, Rabelo and Housel, 2008), design,
new products and new services (Xu and Bernard, 2011; Zhang, 2010). Most especially,
organization well-roundedness is more focused on enhancing firm effectiveness and
efficiency through process improvement, planning, and operations (Mentzer, Stank and
Esper, 2008).In contrast, the organizational well-roundedness plays a no significant
moderating role (Hypotheses 13a, 13b, 13c, 14a, 14b, 14c, 15a, 15b, 16a, 17a and 17b
are not supported) The well-roundedness involves a variety of aspects knowledge
(customer requirement, technology), skills, expertise and other competencies related to
operational management of organizational. However, the organization may be breadth
well-roundedness but not depth. The organization cannot see the problem or drawback
clearly that could not decrease mistake in work operations, and improve efficiency in
developing new products or services (Ambos, Ambos and Schlegelmilch 2006: Chen
and Huang, 2009).

The Relationships among Business Practice Effectiveness, Organizational
Innovation Success, Organizational Excellence Efficiency , Firm Performance, and

Organizational Learning Capability as a moderator
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Figure 6 The Relationships among Outcomes of Organizational Creativity

Capability, Firm Performance and Organizational Learning

Capability
Organizational
Learning
Capability
H18 (+)
- - H6 (+) H19 (+)
Business Practice — | H2O®#)
Effectiveness
A
H7a (+)
Organizational Hre) |} Firm
Innovation Success *| Performance
H7 b (+)
o H
Organizational 8(*)
Excellence Efficiency

According to Figure 6 the relationships among business practice effectiveness,
organizational innovation success, organizational excellence efficiency , and firm
performance are shown. The moderating role of organizational learning capability is
also presented. This research proposes the relationships among business practice
effectiveness, organizational innovation success, organizational excellence efficiency ,
firm performance in positive directions which are in Hypotheses 6-8. These hypotheses
are transformed to the regression equations 3, 8, and 9. Furthermore, the moderating
effects of organizational learning capability on those relationships are also proposed in
positive directions which are indicated in Hypotheses 18-20, and in regression equation
10.
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Table 10 Descriptive Statistics and Correlation Matrix of three Outcomes of

Organizational Learning Capability

Organizational Creativity Capability, Firm Performance and

Variables BPE OIS OEE FPF OLC
Mean 3.92 4.05 4.29 4.07 418
S.D. 0.73 0.63 0.45 0.66 0.57
OIS 623*%**
OEE D22*** .360***
FPF .662*** 5H3LF** .668***
OoLC S01*** SO7H** 189 283***
FAE -117 -124 -134 .006 -.053
FIS -.065 -134 -.140 -.141 -.094

Note: ***p<0.01

Table 10 illustrates the correlations among business practice effectiveness,
organizational innovation success, organizational excellence efficiency, and firm
performance. As can be seen from Table 10, the results demonstrate the positive
correlation between business practice effectiveness and organizational innovation
success (r = 0.623, p < 0.01), organizational excellence efficiency (r = 0.522, p < 0.01),
and firm performance (r = 0.662, p < 0.01). Likewise, organizational innovation success
is significantly and positively correlated to organizational excellence efficiency (r =
0.360, p < 0.01), and firm performance (r = 0.531,p < 0.01). Moreover, organizational
excellence efficiency has a significant and positive correlation with firm performance (r
= 0.668, p < 0.01). For the organizational learning capability as a moderator, it has a
significant and positive correlation with business practice effectiveness (r = 0.501, p <
0.01), organizational innovation success (r = 0.507, p < 0.01), organizational excellence
efficiency (r = 0.189, p < 0.10), and firm performance (r = 0.283, p < 0.01). In this
research, business practice effectiveness, organizational innovation success,
organizational excellence efficiency, and organizational learning capability are treated
as independent variables, which the results of the correlation analysis show that the
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inter-correlation coefficient are 0.189 -0.623which, don’t exceed 0.8 (Hair et al., 2010).

In addition to the correlations, Table 11 also suggests the maximum value of VIF is
2.475, which is lower than the cut-off score of 10 (Hair et al., 2006). Both correlations

and VIF ensure the non-existence of the multicollinearity problems.

Table 11 Results of the Relationships among Outcomes of Organizational

Creativity Capability, Firm Performance, and Organizational Learning

Capability
Dependents Variables
Independent Variables BPE OEE FPF
Equation 3 Equation 8 Equation 9 Equation 10
BPE(Hs) 341%** 379***
(.087) (.099)
OIS(H7a-c) 621> ** .342%** .168** 184 **
(.079) (.094) (.080) (.087)
OEE(HS) 438*** ALT***
(.074) (.076)
oLC -.067
(.084)
BPE*OLC(H18) 043
(.089)
olIs*oLC (H19) .007
(.080)
OEE*OLC(H20) -.066
(.077)
FAE -.109 -.143 327 ** 342 **
(.175) (.208) (.140) (.144)
FSi .078 -.154 -191 =221
(.181) (.215) (.145) (.149)
Adjusted R? 373 117 601 593
Durbin-Watson 2.080 1.928 2.053 2.140
Maximum VIF 1.139 1.139 1.974 2.475

Note: ** p <0.05, *** p < 0.01
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For the hypothesis testing, the results of OLS regression analysis are identified
in Table 11. Surprisingly, it was found that business practice effectiveness is and
positively related to firm performance (H6:5s7 = 0.341, p < 0.01). This result provides
that firms with practice effectiveness tend to gain greater firm performance. In addition,
this result is consistent with the evidence of previous studies which found that the
effectiveness related to the firm's strategy to generate a sustainable business growth
(Bolat and Yilmaz, 2009; Mouzas, 2006). Moreover, the effectiveness has an impact on
the overall performance (Kumar and Gulati, 2010). Furthermore, based on the resource-
based view, performance is a result of the firm’s capability and resource (Barney, 1991;
Holcomb and Hitt, 2007). Consequently, partners’ knowledge is acquired by
implements strategic outsourcing is the capability (Barney, 1991) which tends to
acquire good performance. Furthermore, the effectiveness has an influence on the
overall performance (Kumar and Gulati, 2010). Thus, Hypothesis 6 is supported.

Moreover, the analyses indicate that organizational innovation success is
significant and positively related to business practice effectiveness (H7a: 3, = 0.621, p
< 0.01), organizational excellence efficiency (H7b:fs4 = 0.342, p < 0.01), and firm
performance (H7c:fss = 0.168, p < 0.05). This is consistent with Haelermans and White
(2012) who found that innovations are positively related to efficiency. Moreover, they
found that profiling, informative, process and education chain innovations are
significantly related to efficiency. This demonstrated how a particular organization was
able to support flexibility and innovation as well as efficiency (Newell et al., 2003).
This is consistent with the study of Naidoo and Vikash (2010) who suggested that
innovation is a form of incremental innovation, focusing between innovations as
improvements in product design, placement, promotion or pricing, and the likelihood of
survival. In addition, Tohidi and Jabbari (2012) found that innovation is the success key
for organizations. For these reasons, it is appropriate to support the earlier finding in
which organization innovation success has a relationship to efficiency, effectiveness,
and the goal of the business. Thus, Hypotheses 7a,7b, and 7c are supported.

The finding indicates that only organizational excellence efficiency is
significantly and positively related to firm performance (H8: s = 0.438, p < 0.01).This

is consistent with Chan (2003), has defined efficiency in the literature of management
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as the utilization of resources (labor, machine, capacity, and energy), and using
resources for their best use of money and time, and accordingly leading to increased
business performance. Thus, Hypothesis 8 is supported.

Additionally, the results of control variables indicate that firm age is related to
firm performance (S = 0.327, p < 0.05). It can be interpreted that a longer period of
time in a business do significantly affect the level of the firm performance and firm size
is not related to firm performance. It can be interpreted that a higher number of
employees do not significantly affect the level of the firm performance.

The Moderating Role of Organizational Learning Capability

The organizational learning capability has no moderating effect on the
relationships among business practice effectiveness (H18: /56 = 0.043, p > 0.10),
organizational innovation success (H19:4;; = 0.007, p > 0.10), organizational
excellence efficiency(H20: 375 = -0.066, p > 0.10), and firm performance. In most prior
research, organizational learning capability has an effect on firm value. This is
consistent with Dawes (2007) propose that organizational learning can support the firm

run more effectively and achieve its goals (Huang and Chu, 2010). Moreover, Madsen

and Desai (2010) suggested that learning of organizational as emphases on knowledge
transfer and integration so as to have effective operations in both the short and long-
term. However, in this research, organizational learning capability had no significant
effect on the relationships between the business practice effectiveness, organizational
innovation success, and organizational excellence efficiency and firm performance. For
this reason, the organization has little support on the financial investment (Morales et
al., 2007), commitment, opposition to the transformation (Vakola, 2000), and the type
of communication has an influence on organizational learning capability, which an
informal effect more than a formal one (Dawes, 2007). In addition, Lenard (2003)
proposes that organizational learning capability cannot effect in the shot-time but it has
effect in the long-time. Thus, Hypotheses 18, 19, and20 are not supported.
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The Relationships among the Antecedents, Organizational Creativity

Capability, and the Moderating Role of Transformational Orientation

Figure 7 The Relationships among Antecedents of Organizational Creativity

Capability, and Transformational Orientation

Executive
Proactive Vision

Transformational

Strategic
Renewal Mindset

Corporate
Resource Readiness

Business
Environment
Complexity

Orientation
H2la-e (+)
H22a-e (+)
H23a-e (+)
Ha-e (+) H24a-e (+)
Organizational Creativity Capability
H10a-e (+ New Manaaement Method
Valuable Human Resource Development
\ AN
Hlla-e (+ Novel Oraanizational Culture
Useful Operational Control
H12a-e (+ Oriaginal Performance Evaluation

Figure 7illustrates the relationships among four antecedents: executive

proactive vision, strategic renewal mindset, corporate resource readiness, business

environment complexity and organizational creativity capability which are proposed in

Hypotheses 9(a-¢) - 12(a-e). The relationship in each hypothesis is proposed in a

positive direction. These hypotheses can be transformed into the regression equation in

Model 11, 13, 15, 17 and 19. In addition, the moderating role of transformational

orientation is proposed to positively influence the relationships among antecedents and

each of five dimensions of organizational creativity capability which are presented in

Hypotheses 21(a-¢) - 24 (a-e). According to these hypotheses, regression equations in
Model 12, 14, 16, 18 and 20are developed.
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Table 12 Descriptive Statistics and Correlation Matrix of Each Dimension of Organizational Creativity Capability,

Its Antecedences, and Transformational Orientation

Variables | NMM VHR NOC uoC OPE EPV SRM CRR BEC TFO
Mean 3.95 3.90 433 4.15 3.94 4.02 4.15 4.27 4.13 4.18
S.D. 0.70 0.68 0.53 0.63 0.70 0.70 0.63 0.48 0.65 0.51
VHR 7847
NOC 635 | 7987
uoC 561 | 5787 | 7317
OPE 6797 | 6937 | 694 | 726
EPV 54777 | 6387 | 6717 | 6137 | 5597
SRM 5637 | 6317 | 585 | 5100 | .601" | .715
CRR 37477 | 42077 | 37377 | 32877 | 4557 | 3477 | 2987
BEC 3357 | 40077 | 32477 | 2407 | 35377 | 3517 | 4747 134
TFO 565 | 4717 | 4097 | 3177 | 4217 | 42177 | 42477 | 2077 | 2707
FAE -.055 -.113 -.138 -121 -.063 -.039 -.040 -.067 -.060 -.029
FIS -.050 -.050 -138 -.143 -.022 -.143 -011 -.020 .043 017

Note: *p<0.10, ** p <0.05, *** p<0.01

p
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Table 12describes the correlations among executive proactive vision, strategic
renewal mindset, corporate resource readiness, business environment complexity, and
each of five dimensions of organizational creativity capability. It can be seen that all
antecedents have a positive correlation with all dimensions of organizational creativity
capability. In details, firstly, executive proactive vision is correlated with new
management method (r = 0.547, p < 0.01), valuable human resource development (r =
0.638, p < 0.01), novel organizational culture formation (r =0.671, p <0.01), useful
operational control establishment (r = 0.613, p < 0.01), and original performance
evaluation system (r = 0.597, p < 0.01). Secondly, strategic renewal mindset is
correlated with new management method (r = 0.563, p < 0.01), valuable human resource
development (r = 0.631, p < 0.01), novel organizational culture formation (r = 0.585, p
< 0.01), useful operational control establishment (r = 0.510, p < 0.01), and original
performance evaluation system (r = 0.601, p < 0.01). Thirdly, corporate resource
readiness is correlated with new management method (r = 0.374, p < 0.01), valuable
human resource development (r = 0.420, p < 0.01), novel organizational culture
formation (r = 0.373, p < 0.01), useful operational control establishment (r = 0.328, p <
0.01), and original performance evaluation system (r = 0.455, p < 0.01). Lastly, business
environment complexity is correlated with new management method (r = 0.335, p <
0.01), valuable human resource development (r = 0.400, p < 0.01), novel organizational
culture formation (r = 0.324, p < 0.01), useful operational control establishment (r =
0.240, p < 0.05), and original performance evaluation system (r = 0.353, p < 0.01). ). In
this research, executive proactive vision, strategic renewal mindset, corporate resource
readiness, business environment complexity, and transformational orientation are
treated as independent variables, which the results of the correlation analysis show that
the inter-correlation coefficient are 0.134 -0.715 which, don’t exceed 0.8 (Hair et al.,
2010). In addition to the correlations, Table 13 also suggests the maximum value of VIF
is 3.207, which is lower than the cut-off score of 10 (Hair et al., 2006). Both

correlations and VIF ensure the non-existence of multicollinearity problems.
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Table 13 Results of theRelationshipsamong Each of Five Dimensions of Organizational Creativity Capability, Its Antecedents,

and Transformational Orientation

Dependents Variables

Independent Variables NMM VHR NOC uoC OPE
Equation 11 | Equation 12 | Equation 13 | Equation 14 | Equation 15 | Equation 16 | Equation 17 | Equation 18 | Equation 19 | Equation 20
EPV/(H9a-e) .238** 176 .330*** 3L4x** A64*** ABT7F** A61*** AT76*** 2T7** 254 **
(.118) (.111) (.104) (.104) (.106) (.109) (.116) (.118) (.109) (.111)
SRM (H10a-€) .295%* A74 274 ** 176 .181* .106 146 .078 .284%* 218 *
(.121) (.117) (.107) (.110) (.109) (.115) (.120) (.125) (.112) (.117)
CRR (H1la-e) 191%* 215%** 203*** 245%** .144* A71%* .130* J161* 261%** .255 ***
(.085) (.082) (.075) (.077) (.077) (.080) (.072) (.087) (.078) (.082)
BEC (H12a-€) .086 .077 112 115 .053 .067 -.009 .026 .083 101
(.090) (.085) (.080) (.080) (.081) (.084) (.089) (.091) (.083) (.085)
TFO .303*** 0.139* 073 -.039 A11
(.089) (.083) (.088) (.095) (.089)
EPV*TFO (H2la-e) .005 .103 .043 -112 .077
(:137) (.128) (.134) (.146) (.136)
SRM*TFO(H22a-¢) -.123 -.182 -.152 -.106 -.165
(.121) (.113) (.118) (:129) (.120)
CRR*TFO(H23a-e) .093 .104 .057 .097 -.044
(.066) (.065) (.065) (.071) (.066)

AN
|
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Table 13 (Continued)

Dependents Variables

Independent Variables NMM VHR NOC uocC OPE
Equation 11 | Equation 12 | Equation 13 | Equation 14 | Equation 15 | Equation 16 | Equation 17 | Equation 18 | Equation 19 | Equation 20
BEC*TFO(H24a-¢) .050 .033 .056 .099 .072
(.081). (.075) (.079) (.086) (.080)
FIA -.027 -.041 -.161 -.180 -.182 -.199 -.156 -.197 -.061 -.054
(.178) (.165) (.158) (.154) (.161) (.162) (.176) (.176) (.164) (.165)
FIS -.019 -.036 .055 .051 -.087 -.099 -.103 -.070 .070 .003
(.187) (.178) (.166) (.166) (.169) (.174) (.185) (:190) (.172) (.177)
Adjusted R? .360 457 495 .525 475 476 373 .381 454 460
Durbin-Watson 1.984 1.894 1.698 1.766 2.018 2.062 2.067 2.140 1.781 1.740
Maximum VIF 2.352 3.207 2.352 3.207 2.352 3.207 2.352 3.207 2.352 3.207
Note: *p <0.10, **p <0.05, ***p < 0.01
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The results of OLS regression analysis are explained in Table 13. Firstly, the
results indicate that executive proactive vision has significantly and positively related to
all five dimensions of organizational creativity capability : new management method
(H9a: fs; = 0.238, p < 0.05), valuable human resource development(H9b: s = 0.330, p
< 0.01), novel organizational culture formation (H9c:f115 = 0.464, p < 0.01), useful
operational control establishment (H9d: 13, = 0.461, p < 0.01), and original
performance evaluation system (H9e:S149 = 0.277, p < 0.05). According to, the
executive who is the most important of transaction of business that moved the
organization toward their goal by the proactive vision of executive to contribute
stimulate creativity (Strickland and Towler, 2010). The results indicate that executive
proactive vision as a viewed guideline or an idealized goal to clarify of the firm’s
operations with a forward-looking perspective involving introducing new products or
services ahead of the competition, focusing on innovation, technology, newness, and
dynamic technology. Moreover, it analyses and understands environmental change
(Larwood et. al., 1995; Lumpkin and Dess, 2001; Phong-inwong and
Ussahawanitchakit, 2012).Thus, Hypotheses 9a,9b, 9c, 9d, and 9e are supported.

Secondly, the findings from this research describe that, strategic renewal
mindset is significantly and positively related to new management method (H10a:fs, =
0.295, p < 0.05),valuable human resource development (H10b: s = 0.274, p < 0.05),
novel organizational culture formation (H10c:f116 = 0.181, p < 0.10), and original
performance evaluation system (H10e: 550 = 0.284, p < 0.05). When firms have
strategic renewal mindset, they are likely to recognize the importance of modify
strategic, creating novel and useful ideas which generate new creativity (Perry-Smith
and Shalley, 2003). As a result, they are able to explore, create, and develop capability
of organization. Moreover, Slater et al (2010) found that firms with greater capability to
create something is more successful in responding to their environments and developing
new capabilities that lead to competitive advantage and superior performance. Hence,
firms with higher strategic renewal mindset appear to have greater creativity capability.
Thus, Hypotheses 10a, 10b, 10c, 10e are supported. However, the relationships among
strategic renewal mindset and useful operational control establishment were not

found(H10d: $133 = 0.007, p > 0.10).Thus, Hypothesis 10d is not supported.
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Thirdly, the analyses indicate that corporate resource readiness has a
significant and positive relationship with four outcomes: related to new management
method (H11la:fs3 =0.191, p < 0.05), valuable human resource development
(H11b: B0 = 0.203, p < 0.01), novel organizational culture formation (H11c: 17 =
0.144, p < 0.10), useful operational control establishment (H11d: 313, = 0.130, p < 0.10),
and original performance evaluation system (H11e:f15; = 0.261, p < 0.01).

The resource-based view (RBV) is a tool for considering the strategic resources
available to a business. The fundamental principle of the RBV is the basis for a
competitive advantage of a firm which bundles valuable resources for the firm’s
disposal (Rumelt, 1984; Wernerfelt, 1984). The resource-based view explains that a
firm uses internal resources and capabilities for building sources for the purpose of
competitive advantage (Barney, 1991). Resources include all firm assets, capabilities,
organizational processes, attributes, information, experience, knowledge, and
technology. In a resource-based perspective, resources can be tangible, intangible and
personnel-based (Grant, 1991). Likewise, these abilities comprise at least three
dimensions: physical assets, technologies and skills required to use them; human
resources and organizational capabilities such as culture and values; and the intangible
resources of reputation and radical expertise. However, if the firms have the resources
in readiness and potentiality, this advantage will support the firms to create new
opportunity. Based on the integrative concept of RBV and readiness for change, firm
resource readiness refers to a firm’s ability to allocate the existence of a firm’s
resources to maximize benefits, and the adequacy of a firm’s resource can compete with
competitors (Tzokas et al.,1997). In addition, Takeno (2001) indicates that utilizing the
shared resource, the updated information should also be gained and shared by processes
including information-sharing, resource-sharing, techniques and know-how sharing, and
opportunity-sharing. Firm resource readiness has been shared over the firm where the
capability to create new products, new services, and new processes will increase
(Barner, 1997; Kratzer et al., 2008). Thus, Hypotheses 11a, 11b, 11c,11d, and 11e are
supported.

Finally, there is not significant relationships among business environment
complexity and five dimensions of organizational creativity capability : new

management method (H12a:/s4 = 0.086, p > 0.10), valuable human resource
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development (H12b:510; = 0.112, p > 0.10), novel organizational culture formation
(H12c:f118 = 0.086, p > 0.10), useful operational control establishment (H12d: 535 =-
0.009, p > 0.10), and original performance evaluation system (H12e: /5, = 0.083, p >
0.10). Owing to, business environment complexity as the firm’s perception concerns
heterogeneity, diversity, instability, and uncertainty, which are external factors affecting
the operation and strategies of the organization. Examples are the changing of customer
preferences, market demand diversity, increase of competitor numbers, new
competitors’ entry into the market, and technological change (Limpsurapong and
Ussahawanitchakit, 2011; Prempree and Ussahawanitchakit, 2012; Luo, 2001; Zhou,
Yim and Tse, 2005) factors beyond the firm’s control (Lissack and Gunz, 2005).
Business environment with homogeneous industries face the same external environment
such as changing customer requirement or technological change in the same. Although
the few corporate has superior performance in the other firm that factors effect on firm
differentiate performance such as evaluation capability, resource development and
dominant competence which lead to high performance in firm. (Barney and Hesterly,
2006: Dess, 2007) Therefore, business environment complexity has no significant affect
organizational creativity capability. Thus, Hypotheses 12a,12b, 12c, 12d, 12e are not
supported.

Additionally, the results of control variables indicate that firm age and firm
size are not related to all Antecedences of organizational creativity capability. It can be
interpreted that a longer period of time in a business and a higher number of employees
do not significantly affect the level of all dimensions of organizational creativity
capability.

The Moderating Role of Transformational Orientation

From the findings in Table 13, the moderating effect of transformational
orientation on the relationships between executive proactive vision has not positively
significant on new management method (H21a: 5, = 0.005, p > 0.10), valuable human
resource development (H21b: 109 = 0.103, p > 0.10), novel organizational culture
formation (H21c: S126 = 0.043, p > 0.10), useful operational control establishment
(H21d: 143 = -0.112, p > 0.10), and original performance evaluation system (H21e: fis9
=0.077, p > 0.10). Moreover, the moderating effect of transformational orientation on

the relationships between strategic renewal mindset has not positively significant on
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new management method (H22a: fy3 = -0.123, p > 0.10), valuable human resource
development (H22b: 110 = -0.182, p > 0.10), novel organizational culture formation
(H22c: f127 = -0.152, p > 0.10), useful operational control establishment (H22d: f144 = -
0.106, p > 0.10), and original performance evaluation system (H22e: B160 = -0.165, p >
0.10). Furthermore, the moderating effect of transformational orientation on the
relationships between corporate resource readiness has not positively significant on new
management method (H23a: 4 = 0.093, p > 0.10), valuable human resource
development (H23b: 111 = -0.104, p > 0.10), novel organizational culture formation
(H23c: f128 = 0.057, p > 0.10), useful operational control establishment (H23d: f145 =
0.097, p > 0.10), and original performance evaluation system (H23e:B161 = -0.044, p >
0.10). In addition, the moderating effect of transformational orientation on the
relationships between business environment complexity has not positively significant on
new management method (H24a: s = 0.050, p > 0.10), valuable human resource
development (H24b: 411, = 0.033, p > 0.10), novel organizational culture formation
(H24c: f129 = 0.056, p > 0.10), useful operational control establishment (H24d: f146 =
0.099, p > 0.10), and original performance evaluation system (H24e: 6 = 0.072, p >
0.10). Possibility, operational environment affect employee creativity that leads to
competence in organizational creativity. On the other hand if operational environment
has been resisted organizational creativity, it will not happen. Transformational
orientation consists of the first one structural such as the new CEO, combining line of
command, the second one behavioral change which transformational behavior or the
practices of the organization and personal in organization such as customer focus or
annual performance measurement, the third one technological change which internal
and external in organization such as management in call center system, defect tracking
system or e-mail system that entire change cause operating force. That’s all operational
environment affect employee creativity that leads to competence in organizational
creativity. Thus, Hypotheses 21a-21e, 22a-22¢, 23a-23e, and 24a-24e are not
supported.
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Summary

This chapter describes the results of data analysis in this research. There are
two main parts. The first part indicates the respondent and sample characteristics. These
characteristics are explained by a percentage. Also, correlations among all variables are
analyzed and presented as a correlation matrix and are explained by using descriptive
statistics such as mean and standard deviation. Another part points out the results and
discussions of hypotheses testing in combination with specific correlation analysis and
multiple regression analysis. The results reveal that new management method and
valuable human resource development, treated as dimension 1 and 2 respectively, are
important determinants to yield higher business practice effectiveness, and
organizational innovation success. Interestingly, it can be stated that organizational
well-roundedness is the additional influence of some dimensions of organizational
creativity capability to earn greater positive outcomes. On the other hand, the business
practice effectiveness, organizational innovation success, and organizational excellence,
efficiency have a strong positive relationship with firm performance. On the part of the
antecedents of organizational creativity capability, executive proactive vision and
corporate resource readiness seems to be the most influential determinant of
organizational creativity capability. For the moderating role of organizational learning
capability and transformational orientation, they do not play a moderating role. To
summarize, Hypotheses 6, 7, 8, 9, and 11 are significantly supported, Hypotheses 1, 2,
3,5, 10, 15, 16, and 17 are partially supported, and Hypotheses 4, 12, 13, 14, 18, 19,
20,21, 22, 23, and 24 are not significantly supported. This research provides the
summary of the results of hypotheses testing as presented in Table 14.

The next chapter illustrates the conclusion of the research which provides a
summary of the entire research. Additionally, the contributions, limitations, and

research directions for further research are also discussed.
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Table 14 A Summary of the Results of Hypotheses Testing

127

Hypothesis Description of Hypothesized Relationships Results
Hla New management method has a positive influence on
_ _ ) Supported
business practice effectiveness.
Hi1b New management method has a positive influence on
o _ ] Supported
organizational innovation success.
Hic New management method has a positive influence on Not
organizational excellence efficiency. Supported
H2a Valuable human resource development has a positive
) ) ) ) Supported
influence on business practice effectiveness.
H2b Valuable human resource development has a positive
] o _ _ Supported
influence on organizational innovation success.
H2c Valuable human resource development has a positive Not
influence on organizational excellence efficiency. Supported
H3a Novel organizational culture formation has a positive Not
influence on business practice effectiveness. Supported
H3b Novel organizational culture formation has a positive
. . . : Supported
influence on organizational innovation success.
H3c Novel organizational culture formation has a positive Not
influence on organizational excellence efficiency. Supported
H4a Useful operational control establishment has a positive Not
influence on business practice effectiveness. Supported
H4b Useful operational control establishment has a positive Not
influence on organizational innovation success. Supported
H4c Useful operational control establishment has a positive Not
influence on organizational excellence efficiency. Supported
H5a Original performance evaluation system has a positive Not
influence on business practice effectiveness. Supported
H5b Original performance evaluation system has a positive Not
influence on organizational innovation success. Supported
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H5c Original performance evaluation system has a positive
influence on organizational excellence efficiency. Supported
H6 Business practice effectiveness has a positive influence on
_ Supported
firm performance.
H7a Organizational innovation success has a positive influence on
_ _ ) Supported
business practice effectiveness.
H7b Organizational innovation success has a positive influence on
o o Supported
organizational excellence efficiency.
H7c Organizational innovation success has a positive influence on
) Supported
firm performance.
H8 Organizational excellence efficiency has a positive influence
] Supported
on firm performance.
H9a Executive proactive vision has a positive influence on new
Supported
management method.
H9b Executive proactive vision has a positive influence on
Supported
valuable human resource development.
H9c Executive proactive vision has a positive influence on novel
o ) Supported
organizational culture formation.
H9d Executive proactive vision has a positive influence on useful
_ ) Supported
operational control establishment.
H9%e Executive proactive vision has a positive influence on original
) Supported
performance evaluation system.
H10a Strategic renewal mindset has a positive influence on new
Supported
management method.
H10b Strategic renewal mindset has a positive influence on valuable
Supported
human resource development.
H10c Strategic renewal mindset has a positive influence on novel
Supported

organizational culture formation.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H10d Strategic renewal mindset has a positive influence on useful Not
operational control establishment. Supported
H10e Strategic renewal mindset has a positive influence on original
) Supported
performance evaluation system.
Hlla Corporate resource readiness has a positive influence on new
Supported
management method.
H11lb Corporate resource readiness has a positive influence on
Supported
valuable human resource development.
Hillc Corporate resource readiness has a positive influence on
o ) Supported
novel organizational culture formation.
H11d Corporate resource readiness has a positive influence on
useful operational control establishment. Supported
Hille Corporate resource readiness has a positive influence on
original performance evaluation system. Supported
H12a Business environment complexity has a positive influence on Not
new management method. Supported
H12b Business environment complexity has a positive influence on Not
valuable human resource development. Supported
H12c Business environment complexity has a positive influence on Not
novel organizational culture formation. Supported
Hi2d Business environment complexity has a positive influence on Not
useful operational control establishment. Supported
H12e Business environment complexity has a positive influence on Not
original performance evaluation system. Supported
H13a Organizational well-roundedness will positively moderate the Not
0
relationship between new management method and business
Supported

practice effectiveness.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H13b Organizational well-roundedness will positively moderate the Not
0
relationship between new management method and
o _ _ Supported
organizational innovation success.
H13c Organizational well-roundedness will positively moderate the Not
0
relationship between new management method and
o o Supported
organizational excellence efficiency.
H1l4a Organizational well-roundedness will positively moderate the Not
0
relationship between valuable human resource development
) ) _ Supported
and business practice effectiveness.
H14b Organizational well-roundedness will positively moderate the N
ot
relationship between valuable human resource development
o ) ) Supported
and organizational innovation success.
Hl4c Organizational well-roundedness will positively moderate the Not
0
relationship between valuable human resource development
o o Supported
and organizational excellence efficiency.
H15a Organizational well-roundedness will positively moderate the Not
0
relationship between novel organizational culture formation
) ) _ Supported
and business practice effectiveness.
H15b Organizational well-roundedness will positively moderate the Not
0
relationship between novel organizational culture formation
o ) ) Supported
and organizational innovation success.
H15c¢ Organizational well-roundedness will positively moderate the
relationship between novel organizational culture formation Supported
and organizational excellence efficiency.
H16a Organizational well-roundedness will positively moderate the N
ot
relationship between useful operational control establishment
Supported

and business practice effectiveness.
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Table 14 (Continued)

131

Hypothesis Description of Hypothesized Relationships Results
H16b Organizational well-roundedness will positively moderate the
relationship between useful operational control establishment | Supported
and organizational innovation success.
H16¢ Organizational well-roundedness will positively moderate the
relationship between useful operational control establishment | Supported
and organizational excellence efficiency.
H17a Organizational well-roundedness will positively moderate the
relationship between original performance evaluation system | Supported
and business practice effectiveness.
H17b Organizational well-roundedness will positively moderate the N
ot
relationship between original performance evaluation system
o ) ) Supported
and organizational innovation success.
H17c Organizational well-roundedness will positively moderate the Not
0
relationship between original performance evaluation system
o o Supported
and organizational excellence efficiency.
H18 Organizational learning capability will positively moderate Not
0
the relationship between organizational innovation success
) Supported
and firm performance.
H19 Organizational learning capability will positively moderate Not
0
the relationship between business practice effectiveness and
_ Supported
firm performance.
H20 Organizational learning capability will positively moderate Not
0
the relationship between organizational excellence efficiency
) Supported
and firm performance.
H21a Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and new
Supported

management method.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H21b Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and valuable
Supported
human resource development.
H21c Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and novel
o ) Supported
organizational culture formation.
H21d Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and useful
_ ) Supported
operational control establishment.
H2le Transformational orientation will positively moderate the N
ot
relationship between executive proactive vision and original
) Supported
performance evaluation system.
H22a Transformational orientation will positively moderate the Not
0
relationship between strategic renewal mindset and new
Supported
management method.
H22b Transformational orientation will positively moderate the Not
0
relationship between strategic renewal mindset and valuable
Supported
human resource development.
H22c Transformational orientation will positively moderate the N
ot
relationship between strategic renewal mindset and novel
o ) Supported
organizational culture formation.
H22d Transformational orientation will positively moderate the N
ot
relationship between strategic renewal mindset and useful
_ ) Supported
operational control establishment.
H22e Transformational orientation will positively moderate the N
ot
relationship between strategic renewal mindset and original
Supported

performance evaluation system.
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Table 14 (Continued)
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Hypothesis Description of Hypothesized Relationships Results
H23a Transformational orientation will positively moderate the N
ot
relationship between corporate resource readiness and new
Supported
management method.
H23b Transformational orientation will positively moderate the Not
0
relationship between corporate resource readiness and
Supported
valuable human resource development.
H23c Transformational orientation will positively moderate the Not
0
relationship between corporate resource readiness and novel
o ) Supported
organizational culture formation.
H23d Transformational orientation will positively moderate the N
ot
relationship between corporate resource readiness and useful
) ) Supported
operational control establishment.
H23e Transformational orientation will positively moderate the Not
0
relationship between corporate resource readiness and
o ) Supported
original performance evaluation system.
H24a Transformational orientation will positively moderate the Not
0
relationship between business environment complexity and
Supported
new management method.
H24b Transformational orientation will positively moderate the
relationship between business environment complexity and Supported
valuable human resource development.
H24c Transformational orientation will positively moderate the N
ot
relationship between business environment complexity and
o ) Supported
novel organizational culture formation.
H24d Transformational orientation will positively moderate the N
ot
relationship between business environment complexity and
Supported

useful operational control establishment.
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Table 14 (Continued)

Hypothesis Description of Hypothesized Relationships Results
H24e Transformational orientation will positively moderate the Not
0
relationship between business environment complexity and
Supported

original performance evaluation system.
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CHAPTER V

CONCLUSION

The previous chapter reveals respondent characteristics, descriptive statistics,
correlation matrix, and the results of hypotheses testing. Therefore, this chapter aims to
describe the conclusion, the theoretical and managerial contributions, limitations and
suggestions for further research.

This research investigates the relationships among organizational creativity
capability, business practice effectiveness, organizational innovation success,
organizational excellence efficiency, and firm performance of software businesses in
Thailand. Besides, executive proactive vision, strategic renewal mindset, corporate
resource readiness, and business environment complexity are assigned as the
antecedents of organizational creativity capability. The moderating effects of
organizational well-roundedness, organizational learning capability, and
transformational orientation are also tested. Meanwhile organizational well-roundedness
is designed to moderate the relationships among each of five dimensions of
organizational creativity capability and its consequences: business practice
effectiveness, organizational innovation success, and organizational excellence
efficiency. Also, organizational learning capability is proposed to moderate the
relationships among those three outcomes and firm performance. In terms of
transformational orientation, it is assigned to have a moderating influence on the
relationships among the antecedents and each of five dimensions of organizational
creativity capability.

It can be stated that the key research question is “how does organizational
creativity capability relate to firm performance?” In details, there are seven specific
research questions as follows: 1) how does each of five dimensions of organizational
creativity capability have an influence on business practice effectiveness, organizational
innovation success, and organizational excellence efficiency? 2) How does
organizational innovation success have an influence on business practice effectiveness,
and organizational excellence efficiency? 3) How do business practice effectiveness,

organizational innovation success, and organizational excellence efficiency have an
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influence on firm performance? 4) How do executive proactive vision, strategic renewal
mindset, corporate resource readiness, and business environment complexity have an
influence on each dimension of organizational creativity capability? 5) How does
transformational orientation moderate the relationships among executive proactive
vision, strategic renewal mindset, corporate resource readiness, business environment
complexity, and each dimension of organizational creativity capability? 6) How does
organizational well-roundedness moderate the relationships among each dimension of
organizational creativity capability, business practice effectiveness, organizational
innovation success, and organizational excellence efficiency? And, 7) How does
organizational learning capability moderate the relationships among business practice
effectiveness, organizational innovation success, organizational excellence efficiency,
and firm performance?

This research applies three theories to draw the conceptual model, including
the resource-advantage theory, the contingency theory, and organizational learning
theory. For research investigation, software businesses in Thailand are selected as the
research population due to the concern of organizational creativity capability. The
sample of this research is obtained from the list of the database of the BOI in Thailand,
which is accessed in February, 2014. For data collection, a mailing questionnaire was
employed to gather data and 535 questionnaires were sent to chief executive
officers/managing partners who are key informants. For statistical analysis, the multiple
regressions are used to analyze the data. It can be concluded that the majority of the
hypotheses tested is partially supported. The results of each hypothesis according to
each specific research question are described as follows:

According to the first specific research question, the results indicate that the
new management method has positive relationships with business practice
effectiveness, and organizational innovation success. Moreover, valuable human
resource development has positive relationships with business practice effectiveness and
organizational innovation success. In addition, novel organizational culture formation is
positively related to only organizational innovation success. Interestingly, the original
performance evaluation system has the positive relationships with organizational
excellence efficiency. For the second specific research question, the result shows that

organizational innovation success has a positive relationship with business practice
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effectiveness and organizational excellence efficiency. For the third specific research
question, the finding presents that business practice effectiveness, organizational
innovation success, and organizational excellence efficiency has a positive relationship
with firm performance.

With reference to the fourth specific research question, it was found that
executive proactive vision and corporate resource readiness have positive relationships
with new management method, valuable human resource development, novel
organizational culture formation, useful operational control establishment, and original
performance evaluation system. As can be seen from the findings, strategic renewal
mindsets positively associated with new management method, valuable human resource
development, novel organizational culture formation, and original performance
evaluation system.

According to the fifth specific research question, organizational well-
roundedness has a significant moderating role on the relationships among novel
organizational culture and organizational excellence efficiency. In addition,
organizational well-roundedness plays a significant moderating role on the relationships
useful operational control establishment and organizational innovation success, and
organizational excellence efficiency. Furthermore, organizational well-roundedness
plays a significant moderating role on the relationships among original performance
evaluation system and organizational excellence efficiency. With reference to the sixth
specific research question, on the other hand, there are no significant moderating effects
of organizational learning capability on the relationships among business practice
effectiveness, organizational innovation success, organizational excellence efficiency,
and firm performance.

For the seventh specific research question, there are no significant moderating
effects of transformational orientation on relationships among the antecedents of
organizational creativity capability and dimension of organizational creativity capability

In conclusion, The results are summarized and shown in Table 15 below.
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Table 15 A Summary of Results in All Research Questions

Research Questions Hypothesis Results Conclusion
Specific Research Question
(1) How does each of five dimensions
of organizational creativity capability Hla-c - New management method has positive relationships with business practice
relate to business practice effectiveness, H2a-c effectiveness, and organizational innovation success.
organizational innovation success, and H3a-c - Valuable human resource development has positive relationships with
organizational excellence efficiency? H4a-c business practice effectiveness, and organizational innovation success.
H5a-c - Novel organizational culture formation is positively related to only Partially supported
organizational innovation success.
- Useful operational control establishment is not significantly related to all
three organizational outcomes.
- The original performance evaluation system has the positive relationships
with organizational excellence efficiency.
(2) How does organizational innovation H7a, H7b Organizational innovation success has a positive relationship with business

success relate to business practice
effectiveness and organizational

excellence efficiency?

practice effectiveness and organizational excellence efficiency.

Strongly supported
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Table 15 (Continued)

Research Questions Hypothesis Results Conclusion
(3) How do business H6, H7c, H8 | - Business practice effectiveness, organizational innovation success, and
practice effectiveness, organizational excellence efficiency have positive relationship with firm
organizational innovation performance.

. Strongly supported

success, and organizational
excellence efficiency relate
to firm performance?
(4) How do executive H9a-e - Executive proactive vision and corporate resource readiness have positive
proactive vision, strategic H10a-e relationships with new management method, valuable human resource
renewal mindset, corporate Hlla-e development, novel organizational culture formation, useful operational
resource readiness, and H12a-e control establishment, and original performance evaluation system.

business environment
complexity relate to each of
five dimensions of
organizational creativity
capability?

- Strategic renewal mindset is positively associated with new management
method, valuable human resource development, novel organizational
culture formation, and original performance evaluation system.

- Business environment complexity is not significantly related to all five

dimensions of organizational creativity capability.

Partially Supported
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Table 15 (Continued)

Research Questions Hypothesi Results Conclusion
S
(5) How does organizational H13a-c | - Organizational well-roundedness plays a significant moderating role on the
well-roundedness moderate H14a-c | relationships among novel organizational culture and organizational
the relationships among each H15a-c | excellence efficiency.
of five dimensions of H16a-c | - Organizational well-roundedness has a significant moderating role on the
organizational creativity H17a-c | relationships useful operational control establishment and organizational
Partially Supported
capability, business practice innovation success, and organizational excellence efficiency.
effectiveness, organizational - Organizational well-roundedness plays a significant moderating role on the
innovation success, and relationships among original performance evaluation system and
organizational excellence organizational excellence efficiency.
efficiency?
(6) How does organizational H18 -There are no significant moderating effects of organizational learning Not Supported
learning capability moderate H19 capability on the relationships among business practice effectiveness,
the relationships among H20 organizational innovation success, organizational excellence efficiency, and

business practice

firm performance.
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Table 15 (Continued)

Research Questions Hypothesis Results Conclusion
effectiveness, organizational

innovation success,

organizational excellence
efficiency, and firm
performance?

(7) How does H2la-e -There are no significant moderating effects of
transformational orientation H22a-e transformational orientation on the relationships among
moderate the relationships H23a-e antecedents of organizational creativity capability and Not Supported
among executive proactive H24a-e dimension of organizational creativity capability

vision, strategic renewal
mindset, corporate resource
readiness, business
environment complexity,
and each dimension of
organizational creativity
capability?
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Figure 8 A Summary of the Results of the Hypotheses Testing
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Organizational

Organizational

Orientation Well-roundedness Learning Capability
H13a-c NS H18 NS
Executive H2la-e NS H1da-c NS H19 NS
Proactive vision H22a-eNS ) H20 NS
H15a-c PS (c)
H23a-eNS H16a-c PS (b,c) H6S
H24a-e NS ' Business
Hl7a-cPS(bc) | Practice
Effectiveness
Strategic
R I Mindset izati ivi ili
enewal Mindse Organizational Creativity Capability T H7as
% New Management Method
v R % Valuable Human Resource Development \ Organization v Firm
"l < Novel Organizational Culture Formation > Innovation > f
¢+ Useful Operational Control Establishment Success perrormance
Corporate + Original Performance Evaluation System H7¢c S
Resource H7b S
Readiness \4
H9a-eS H1la-c PS (a,b) Organizational
H10a-ePS (a,b,c.e) H2a-cPS(ab) L_, Excellence
H1lla-eS H3a-c PS (b) Efficiency H8'S
Business H12a-e NS H4a-c NS
Environment H5a-c PS (c)
Complexity
Control Variables:
Note: e Firm Age
(S) = Hypotheses Supported e Firm Size
(PS) =Hypotheses Partial Supported and supported hypotheses are shown in parentheses
(NS) = Hypotheses Not Supported
H
SN
(¢

> Mahasarakham University




143

Theoretical and Managerial Contributions

Theoretical Contribution

This research proposes the understanding of the relationships among new
dimensions of organizational creativity capability, antecedent variables, and its
consequences via transformational orientation, organizational well-roundedness, and
organizational learning capability as moderators. Moreover, this research makes three
contributions to the literature of organizational creativity capability. Firstly, this
research proposes five dimensions of organizational creativity capability, namely, new
management method, valuable human resource development, novel organizational
culture formation, useful operational control establishment, and original performance
evaluation system. Organizational creativity capability has expanded the understanding
of new ideas and new technical development of new methods which allow a business to
achieve competitive advantage. Secondly, organizational creativity capability is
examined in terms of quantitative methods by collecting data from software businesses
in Thailand that are chosen because the software businesses are an expression of
creativity, involving the creation of something new and useful. Thirdly, this research
makes an important contribution to theory by expanding the resource-advantage theory,
the contingency theory and organizational learning theory utilized to establish
hypotheses linking each construct in this research. The resource-advantage theory is
applied to explain the phenomenon and creates a value source for the firm. Resources
include all firm assets, capabilities, organizational processes, attributes, information,
experience, knowledge, and technology. Additionally, resources comprise tangible and
intangible assets. Tangible resources are assets that can be quantified. Production
equipment, manufacturing plants, financial resources, and technological resources are
examples of tangible resources. In main, intangible resources are assets that are
unobservable such as human capital, knowledge, skill and experience. The contingency
theory explains the ability of culture and environment for both internal and external
organizations such as employees, customers, competitions, suppliers, and public.
Likewise, consideration in terms of the factors influenced the organizational creativity
capability and used to explain moderating variables, including transformational

orientation, organizational well-roundedness, and organizational learning capability.
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Managerial Contributions

The research results have managerial implications for practitioners
(including firm owners, executives, and managers) who are responsible for strategic
planning in capability development of organizational. Firstly, this research helps the
firm executives to identify and justify the key components of organizational creativity
capability that may be more critical in a rigorously competitive. The findings of this
research suggest components of organizational creativity capability (including new
management method, valuable human resource development, novel organizational
culture formation, and original performance evaluation system) which are the key
components for enhancing the outcomes (business practice effectiveness, organizational
innovation success, organizational excellence efficiency, and firm performance).
Especially, the executives should concentrate on new management method, and
valuable human resource development, because it is the crucial factors for
organizational creativity capability. New management method is the guild line for new
product, process, and ideas that contribute to innovation success, and practice
effectiveness of the firm. Moreover, valuable human resource development is
established from new knowledge, skill, and training development, which increase the
abilities of the employees.

From a practical and managerial contribution, many important insights can
be gained from this research. This research can facilitate CEO’s (executives and
managers), particularly in software businesses, to understand how their firm can create
capability propositions, enhance competitive advantage, and achieve firm performance
over their competitors. Enlargement competitiveness of firms is becoming a foundation
for firms to survive. Therefore, organizational creativity capability had become an
important issue for managers in the business sector. In the context of the business
sector, intense competition can stimulate many firms to attempt to search for effective
strategies so as to generate new capability propositions to attract the demands, and
deliver superior value to all market groups. The CEO’s should effectively acquire,
manage, and utilize the components of organizational creativity capability in order to
possess sustained competitive advantage and success.

Finally, the firms that have more executive proactive vision, perceived

strategic renewal mindset, and perceived corporate resource readiness can develop and
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Table 1A Non-Response Bias Tests

Comparison n | Mean Stec\ll t-value | P-value
Business owner types: 104
e First Group 52 | 1.1154 | .32260 316 753
e Second Group 52 | 1.0962 | .29768
Operational years: 104
e First Group 52 |2.1923 | .97092 201 841
e Second Group 52 | 2.1538 | .97789
Operational Capital: 104
e First Group 52 | 2.1538 | 1.22690 164 870
e Second Group 52 |2.1154 | 1.16575
Firm’s Average revenue 104
per year:
e First Group 52 | 2.5769 | 1.22628 | .159 874
e Second Group 52 | 2.5385 | 1.24399
Number of full-time 104
employees:
e First Group 52 | 1.4615 | .85087 -.332 .740
e Second Group 52 | 1.5192 | .91802
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Table 1B Respondents Characteristics

176

Descriptions Categories Frequency Percentage

Gender Male 42 40.40
Female 62 59.60

Total 104 100.00

Age Less than 30 years old 15 14.40
30 - 40 years old 49 47.10

41 - 50 years old 38 36.50

More than 50 years old 2 1.90

Total 104 100.00

Marital Status Single 52 50.00
Married 50 48.10

Divorced 2 1.90

Total 104 100.00

Education Level Bachelor’s degree or lower 48 46.20
Higher than Bachelor’s degree 56 53.80

Total 104 100.00

Experience in Work Less than 5 years 12 11.50
5-10 years 34 32.70

11 - 15 years 22 21.20

More than 15 years 36 34.60

Total 104 100.00

Average Revenue Less than 50,000 Baht 38 36.50
per Month 50,000 - 75,000 Baht 19 18.30
75,001 - 100,000 Baht 16 15.40

More than 100,000 Baht 31 29.80

Total 104 100.00

Current Position Managing Director 52 50.00
Shareholder 15 14.40

Others 37 35.60

Total 104 100.00
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Table 1C Characteristics of Software Businesses in Thailand

178

Descriptions Categories Frequency Percentage
Business Owner Company limited/Public
Types company limited % 89.40
Partnership 11 10.60
Total 104 100.00
Operational Years Less than 5 years 29 27.90
5-10 years 40 38.50
11 - 15 years 23 22.10
More than 15 years 12 11.50
Total 104 100.00
Operational Capital | Less than 25,000,000 Baht 43 41.30
25,000,000 — 50,000,000 Baht 28 26.90
50,000,001 — 75,000,000 Baht 9 8.70
More than 75,000,000 Baht 24 23.10
Total 104 100.00
Firm’s Average Less than 10,000,000 Baht 27 26.00
Revenue per Year 10,000,000 — 30,000,000 Baht 30 28.80
30,000,001 - 50,000,000 Baht 9 8.70
More than 50,000,000 Baht 38 36.50
Total 104 100.00
Number of Full-time | Less than 50 employees 73 70.2
Employees 50 — 100 employees 18 17.3
101 — 150 employees 6 5.8
More than 150 employees 7 6.7
Total 104 100.00
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Table 1D Item Factor Loadings and Cronbach’s Alpha Analyses

n=30
Constructs Items Factor Loadings Cronbach’s Alpha
(.727 — .904) (.755 — .919)

New Management Method (NMM) NMM1 .859 .882
NMM2 .859
NMM3 .810
NMM4 .815
NMM5 184

Valuable Human Resource VHR1 837 .855
Development (VHR) VHR2 .836
VHR3 .829
VHR4 .843

Novel Organizational Culture NOC1 .882 .826
Formation (NOC) NOC2 .895
NOC3 .815

Useful Operational Control UOC1 .807 831
Establishment (UOC) uoC2 .875
UOC3 .867
uoC4 q27

Original Performance Evaluation OPE1 .857 .852
System (OPE) OPE2 814
OPE3 844
OPE4 .832

Business Practice Effectiveness BPE1 842 .868
(BPE) BPE2 877
BPE3 .859
BPE4 .831

Organizational Innovation Success Ols1 .873 755
(O19) 0IS2 765
OIS3 .822
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Table 1D (Continued)
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n=30
Constructs Items Factor Loadings Cronbach’s Alpha
(.727 — .904) (.755 — .919)

Organizational Excellence Efficiency OEE1l .753 .788
(OEE) OEE2 784
OEE3 861
OEE4 .7136

Firm Performance (FPF) FPF1 .760 .900
FPF2 .863
FPF3 .838
FPF4 .893
FPF5 .876

Executive Proactive Vision (EPV) EPV1 .788 .900
EPV2 872
EPV3 .861
EPV4 .878
EPV5 .838

Factor Loadings Cronbach’s Alpha

Strategic Renewal Mindset (SRM) SRM1 .835 .886
SRM2 .789
SRM3 .846
SRM4 833
SRM5 847

Corporate Resource Readiness CRR1 794 755
(CRR) CRR2 851
CRR3 817

Business Environment Complexity BEC1 .829 879
(BEC) BEC2 868
BEC3 871
BEC4 874
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Table 1D (Continued)
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n=30
Constructs Items Factor Loadings Cronbach’s Alpha
(.727 — .904) (.755 — .919)

Transformational Orientation TFO1 .850 .840
(TFO) TFO2 894

TFO3 871
Organizational Well-roundedness OWR1 .859 919
(OWR) OWR2 904

OWR3 873

OWR4 878

OWR5 .865
Organizational Learning Capability OLC1 823 .833
(OLC) OLC2 888

OLC3 .892
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Questionnaire to the Ph. D. Dissertation Research
“Organizational Creativity Capability And Firm Performance : Empirical

Evidence From Software Businesses In Thailand”

Dear Sir,

This research is a part of doctoral dissertation of Miss Wadsana Charunsrichotikomjorn at
the Mahasarakham Business School, Mahasarakham University, Thailand. The objective of
this research is to examine the operation of software businesses in Thailand. The
questionnaire is divided into 7 parts

Part 1: Personal information about executive of software businesses in Thailand,

Part 2: General information about food businesses in Thailand,

Part3: Opinion on organizational creativity capability of software businesses in

Thailand,
Part 4: Opinion on business outcomes of software businesses in Thailand,

Part 5: Opinion on internal environmental factors of software businesses in

Thailand,

Part 6: Opinion on external environmental factors of software businesses in
Thailand, and

Part 7. Recommendations and suggestions in the operation of software businesses in
Thailand.

Your answer will be kept as confidentiality and your information will not be shared with

any outsider party without your permission.

Do you want a summary of the results?

() Yes,e-mail oo ( ) No

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.
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Thank you for your time answering all 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,

(Miss Wadsana Charunsrichotikomjorn)
Ph. D. Student
Mahasarakham Business School

Mahasarakham University, Thailand

Contact Info:
Cell phone: 087 — 8650101, 087 — 2020303

E-mail: wadsanafon55555fon@gmail.com
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Part 1 Personal information of executive of software businesses in Thailand

1. Gender
O Male

2. Age
[0 Less than 30 years old
[0 41 - 50 years old

3. Marital status
0 Single
O Divorced

4. Education level

L1 Bachelor’s degree or lower

5. Experience in work
[0 Lessthan 5 years
0 11-15years

6. Average revenue per month
O Less than 50,000 Baht
O 75,001 — 100,000 Baht

7. Current Position
00 Managing Director
[0 Others
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O

O

O

Female

30 — 40 years old
More than 50 years old

Married

Higher than Bachelor’s degree

5—10 years
More than 15 years

50,000 — 75,000 Baht
More than 100,000 Baht

Shareholder
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Part 2 General information of software businesses in Thailand

1. Type of business

0 Company limited/Public company limited

2. Operational years
[0 Lessthan 5 years
0 11 -15years

3. Operational capital
0 Less than 25,000,000 Baht
O 50,000,001 — 75,000,000 Baht

4. Firm’s average revenue per year
O Less than 10,000,000 Baht
O 30,000,001 — 50,000,000 Baht

5. Number of full-time employees
[0 Less than 50 employees
[0 101 - 150 employees
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O

O

O

O Partnership

5—10 years
More than 15 years

25,000,000 — 50,000,000 Baht
More than 75,000,000 Baht

10,000,000 — 30,000,000 Baht
More than 50,000,000 Baht

50 — 100 employees
More than 150 employees

187



Part 3 Opinion on organizational creativity capability of software businesses in

Thailand

188

Organizational Creativity Capability

Levels of Agreement

Strongly
Agree
5

Agree
4

Neutral
3

Disagree
2

Strongly
Disagree
1

New Management Method

1. The firm believes that having of the new
concept and new methods of the operation will
help to encourage the management of the

organization more efficiently and effectiveness.

2. The firm encourages employees to develop
new product of the ability continuously.

3. The firm encourages continuously employee
creativity in all aspects. This will help push
forward and cause the approach and methods,
including new products. To contest the

competitor.

4. The firm encourages employees to bring any
new information. Used as a guide in the
development process. In operation even more

successful.

5. The firm focuses on budget allocation to
improve and develop work method for increase

performance continuously

Valuable Human Resource Development

6. Firm fully realizes that participation and
cooperation of staff will help the organization's

operations more efficient.
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Organizational Creativity Capability

Levels of Agreement

Strongly
Agree
5

Agree
4

Neutral
3

Disagree
2

Strongly
Disagree
1

7. Firm supports to employees with ability and
outstanding ability an opportunity to advance in
a career current and in the future.

8. Employees are encouraged to act and present
ideas which are considered valuable to the

business.

9. The firm supports staff with outstanding
potential and ability by opportunities for career

advancement for now and on.

Novel Organizational Culture Formation

10.The firm is determined to focus on perceiving
and learning new issues while working so as to

improve its work.

11. The firm promotes sharing in order to work

more effectively.

12.The firm promotes learning continuously to
develop their work to be more effective both in

short term and long term.

Useful Operational Control Establishment

13. Company believes that good management
control can help to ensure the operation is

planned and efficiently.

14. Company focus on ways to control and
manage black makes the work more effectively

and efficiently.
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Organizational Creativity Capability

Levels of Agreement

Strongly
Agree
5

Agree
4

Neutral
3

Disagree
2

Strongly
Disagree
1

15.Company focused on the development of
administrative systems, reflecting the creation of
revenue and control costs incurred in a

systematic and concrete.

16.Company recognizes that the management
control system and incentives to help drive the
business to work more effectively and
efficiently.

Original Performance Evaluation System

17. Firm commits the new creativity for
evaluation, which congruent with the firm target

for efficiency and effectiveness of firm.

18. Firm emphasizes on determine guideline and
approach for new evaluation of performance to

achieve firm success.

19. Firm aware of the right evaluation will
provide the success of the firm in both current

and future.

20. Firm aware of the important of developing

and improving evaluation system as timely.
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Part 4 Opinion on business outcomes of software businesses in Thailand

191

Levels of Agreement

Business Outcomes Strongly Strongly
Agree | Agree | Neutral |Disagree |Disagree
5 4 3 2 1
Business practice effectiveness
1. Firm has the method and working process
consistent with goal, missions, and vision of 5 4 3 2 1
firm.
2. Firm can operate in consistence with
5 4 3 2 1
excellence.
3. Firm has the overall performance in good
criteria that is better than other business in the
_ _ _ o 5 4 3 2 1
same industry consistent with organization
target.
4. Firm has continuous better performance
] ) ) 5 4 3 2 1
consistent with goal setting
Organizational Innovation Success
5. Firm applies new way and new management
technique to continuously and supports their 5 4 3 2 1
operating of business in order to achieve.
6. Firm can build on new product innovation and . A 3 ) .
new services will be tangible and acceptance.
7. Firm can build on new innovation to
continuously and support their products in order 5 4 3 2 1
to quality.
Organizational Excellence Efficiency
8. Firm aims to achieve performance with high
standard operations than other firms of the same 5 4 3 2 1

industry.
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Part 4 (Continued)

Levels of Agreement

Business Outcomes Strongly Strongly

Agree | Agree | Neutral |Disagree |Disagree
5 4 3 2 1

9. Firm can develops a different format,
procedure, and product that customers require 5 4 3 2 1

and respond to customer immediately.

10. Firm supports staff to analyze and monitor
the efficiency of operation continuously to be
accurately forecast the future before the

competitors.

11. Firm can uses firm’s resources properly and

reduce the missing consistent with firm’s target 5 4 3 2 1

efficiency and effectiveness.

Firm performance

12. Firm has the number of new customers

increased when compared with a year ago.

13. Firm can increase sales continuously when

compared with a year ago.

14. Firm has the operating revenues increased

when compared with a year ago.

15.Firm has a net profit increased when

compared with a year ago.

16. Firm has a market share increased when

compared with a year ago.
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Part 5 Opinion on internal environmental factors of software businesses in

Thailand

193

Internal Environmental Factors

Levels of Agreement

Strongly
Agree
5

Agree
4

Neutral
3

Disagree
2

Strongly
Disagree
1

Executive Proactive Vision

1. Firm believes that the implementation of the
goals in the future and enhance the business
goals more efficiently and effectively.

2. Firm focus on business analysis and

forecasting changes in the future.

3. Firm support the staff to study of trends and
changes of environment in the future. Firm to be
used in the development of guidelines for the

administration of benefits.

4. Firm promote education and understanding of
the role and impact of technological changes in
the future. Firm plan and budget to be allocated

in the most effective

5. Firm pushed the integration of information
and factors that are relevant and affect the
operations related to the operation of the
business both now and in the future to be used as
a guide in developing strategies to maximize

performance.

Strategic renewal mindset

6. Firm believes continuous developing and
improving the quality contributes to high
performance capability.
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Part 5 (Continued)

194

Levels of Agreement

Internal Environmental Factors Strongly Strongly
Agree | Agree | Neutral |Disagree |Disagree
5 4 3 2 1
7. Firm believes the operations that focus on
continuous analyze and estimate business
_ ] . 5 4 3 2 1
environment can promote the high capability of
operation.
8. Firm believes focusing on the strategy fit with
situation will provide the creation and strategic 5 4 3 2 1
development differ from the others.
9. Firm believes applying new technology will
provide high performance efficiency and will 5 4 3 2 1
success over rivals.
10. Firm promotes budget allocation to seek new . A 3 ) .
knowledge to adopt into action plan efficiency.
Corporate Resource Readiness
11. Firm believes that the very rich and full of
the company’s resource which helps to plan their 5 4 3 2 1
operations more efficiency.
12. Firm focuses on the application of resources
for maximize the distinctive point and
_ o 5 4 3 2 1
difference. Thus, the organization has
competitive advantage
13. Firm focuses on the application of resources
5 4 3 2 1

for maximize.
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Part 5 (Continued)

195

Internal Environmental Factors

Levels of Agreement

Strongly
Agree
5

Agree
4

Neutral
3

Disagree
2

Strongly
Disagree
1

Organizational Well-roundedness

14. Firm can combine of knowledge to
understanding, strength, highlights and potential
management of the organization for maximum

efficiency.

15. Firm can uses experiences to evaluation and

resolving properly.

16. Firm accumulates knowledge and experience
in the past to practice, which generates guideline

and approach to management efficiency

17. Firm accumulates knowledge and experience
in the past to evaluation and resolving the

problems properly.

18 Firm believes using the knowledge and
experience in the past is the approach to adapt

strategy quickly when market situation changes.

Organizational Learning Capability

19. The firm believes that support on learning
can help the firm run more effectively and

achieve its goals.

20. The firm emphasizes that all sections in the
firm links to each other and work collaboratively
and systematically in order to run its business

more effectively.
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Part 5 (Continued)

196

Levels of Agreement

stable now and in the future.

Internal Environmental Factors Strongly Strongly
Agree | Agree | Neutral |Disagree |Disagree
5 4 3 2 1
21. The firm promotes doing experiments in
order to improve its operational process more 5 4 3 2 1
effectively.
Transformational Orientation
22. The firm believes that flexible administration
in order to response to changes will help the 5 4 3 2 1
firm run business effectively.
23. The firm is determined to adjust its
administration regularly because of the changes . A 3 5 .
happening all the time, and this can improve its
working potential.
24. The firm is always aware that adjusting its
work promptly can help the firm successful and 5 4 3 2 1
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Part 6 Opinion on external environmental factors of software businesses in

Thailand

197

Levels of Agreement

External Environmental Factors Strongly Strongly
Agree | Agree | Neutral |Disagree |Disagree
5 4 3 2 1
Business Environment Complexity
1. In a fierce competition sector enables firms to
seek new strategic focus is always to achieve 5 4 3 2 1
operations.
2. Currently, there are so many competitors in
the business so the firm is interested in
_ ) 5 4 3 2 1
developing system to handle both proactive and
reactive in order to comply with the competition.
3. Customers are with diverse needs. So firms
must find a way to modify new services 5 4 3 2 1
continue to meet their needs in a timely manner.
4. Today's technology has advanced so much so
that companies can offer a new service model
from a combination of personnel in the 5 4 3 2 1

organization and new technologies. Thus, the

organization has a competitive advantage.

Part 7 Recommendations and suggestions in the operation of software businesses

in Thailand.
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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 supply
with this questionnaire. The summary will be mailed to you upon the completion of data

analysis.

=7 Mahasarakham University




APPENDIX F

Cover Letters and Questionnaire: Thai Version
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enhance the effectiveness of organizational creativity capability. This empirical research
helps devise solutions to business problems which provide the basis for the survival and
success of firms. Thus, CEO’s should experiment with other resources to encourage
effectiveness and create new opportunities in the competitive to maximize the benefits

of organizational strategy.

Limitations and Future Research Directions

Limitations

The operation of business in the context of the software industry in
Thailand, the firms operated under the changes of the business situations and the
conditions fluctuation in various business factors. The business situations have
changed such as the fluctuation of currency exchange rates, the increasing of
production, raw materials, technological change and labor cost, the condition of
labor shortage, the lack of political stability and the global economy, and the
government policy which related to the software industry. These factors affect the
implementation of organizational creativity capability and the success of
Thailand’s software business operation. This research did not conduct to
investigate the effect of these factors on organizational creativity capability and
firm performance.

Future Research Directions

According to the results, confirmations and limitations, the need for future
research is apparent. Firstly, future research needs to collect data from different groups
of the sample and/or a comparative population in order to verify the generalizability of
the study and increase the level of reliability. Secondly, one should re-conceptualize and
re-measure these constructs that do not have an effect on the hypothesized relationships.
Third, some dimensions of organizational creativity capability (i.e. useful operational
control establishment) have no significant impact on the consequence. Thus, future
research should consider conducting an in-depth interview for understanding other
aspects of these constructs and for use as a guideline to prepare the questionnaire. Also,

the in-depth interview may broaden the perspective for more precise analytical results.
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