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ABSTRACT 

This study examined the relationships among Communication Sharing (policy, 

policy implementation, and information on company updates), Cooperation ( use of 

resources, and expertise), and Organizational Alignment ( purpose, people, and 

processes) of a Parent and Subsidiary Companies in Bangkok, Thailand. ln order to 

understand the relationships among these variables, concepts were reviewed and 

synthesized to form the conceptual framework. A questionnaire consisted of forty-five 

questions was designed based on the conceptual framework. The respondents of this 

study were all full-time employees of the Parent and Subsidiary Companies whose 

business practice support to each other. One hundred thirty sets of questionnaires were 

distributed, one hundred and thirty completed questionnaires were returned, 

representing I 00 percent of total population. 

The research statistical technique used were the descriptive method in order to 

describe demographic profile of population while Chi-square was used to determine the 

significant relationship between Communication Sharing, Cooperation, and 

Organizational Alignment. Overall results analysis indicated that respondents of both 

Companies showed there is a significant relationship between Communication Sharing 

and Use of Resources. There is a significant relationship between Communication 

Sharing and Organizational alignment. Finally, there is no significant relationship 

between Use of Resources and Organizational Alignment. 



The results of findings are summarized and concluded. For recommendation can 

be the tool or information to develop the organization management or any person who 

wants to study on the related research in the future. 
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CHAPTER I 

INTRODUCTION 

GENERALITIES OF THE TOPIC 

1.1 Global Reality 

Amidst the improving outlook of the US economy, rising exports and private 

investment, Thailand's economy is expected to grow by between 2% and 3% in 2002, 

according to the NESDB (March, 2002). The expected recovery of the US economy 

in the second half of 2002 had reduced the downside risk for world economic 

conditions. Even though, the impact of the September 11th , 2001 event and prolonged 

global economic contraction have exacerbated the weakened economy, the Thai 

Gross Domestic Profit in the last two quarters anticipated to register a lower growth 

rate than year 2001. However, the ripple effect onto the real estate market was 

minimal. The overall market showed greater equilibrium and rentals and capital 

values were fairly unchanged (Lasalle, 2002). 

The global housing market during the 4th quarter, 2001 started to show signs 

of uncertainty but was not significantly affected by the September 11 111
, 200 I attacks 

on the US. Market demand has developed at a slower movement while supply and 

construction activity seems to remain on an upward trend. Meanwhile, it shows 

positive results of low interest rates and other government policies designed to boost 

demand (Lasalle, 2002). 



1.2 National Reality 

During 1997-2000, Thailand's economy took a turn for the worse situation, 

job losses and business closures rose sharply. Thai property developers faced with 

falling consumer purchasing power, a slumping stock market, and rising interest rates. 

The country's liquidity crisis put a large number of projects on hold. However, the 

lease market- including both serviced and non-serviced apartments- has wealthered 

the economic storm better than most sectors because it was not in an oversupply 

situation. Thailand at that time was in a painful economic slump, which has depressed 

the property market. Prices and rents have plunged with unprecedented discounts of 

up to 50% being offered in order to liquidate stock. In an effort to resolve country's 

problems, the government is implementing an economic programme under the 

guidance of the International Monetary Fund (IMF), the government pledged to 

reduce interest rates as part of a drive to increase liquidity and enhance exports. 

(Property Focus Bangkok, July 1998) 

In 2001, negative effects were expected to be clearer in terms of poorer 

investment climate, employment rate and consumer spending. Thailand's economic 

growth was expected to slow down. Bank of Thailand (BOT) has continuously 

revised its forecast of 2001 GDP growth downward from 4.0-4.5% (Q4-00) to 3.0-

4.5% (Ql-01) and to only 1.3-1.8% at present. The unemployment rate was forecasted 

to increase to 3.9% or 1.3 million persons at the end of 2001, according to the 

Ministry of Labor and Social Welfare. Despite the fact that housing is one of life's 

necessities, uncertainties over Thailand's economy are likely to delay the buying 

decision. Low interest rates and other government policies are expected to stimulate 
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demand to the certain degree, but affordability and consumer confidence are more 

important factors. The demand growth is likely to continue to decelerate, with a 

slightly lower average sale/ project expected. Competition next year should be 

stronger, and well-established developers with sufficient fund and experience will 

have an advantage. (Housing Focus Research Paper, December 2001) 

In 2002, Thailand's continuous economic growth has created more investment 

in both private and public sectors, which has resulted in the expansion of both local 

and foreign real estate businesses. Higher demand and higher land costs together with 

advanced technology have stimulated a higher level of housing project supply with 

modern and large scheme development entering the market. (Far Eastern Economic 

Review, August 2001) 

1.3 The Governmental Policy Commitment to Maintain Economic Stability. 

In order for the economy to achieve target for growth with stability, and to lay 

favorable foundations of investment atmosphere in the future, Thai government has 

given priorities for property stimulating initiatives action as the following main 

issues: 

(http://www.joneslanglasalle.co.th/company overview bkkmart.html) 
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The Establishment of Regional Operating Headquarters (ROH) 

The cabinet endorsed a package on December 11, 2001 with the Royal Decree 

to take effect at the beginning of 2002. The proposed tax incentives include: 

• A reduction in corporate income tax to I 0% from 30%. 

• An adjustment of personal income tax collected from foreign experts from the 

current progressive rate to a 15% flat rate for no more than two years from the 

first to the last day of employment. 

• Tax exemptions on dividends transferred from subsidiaries to the ROH, and 

also those offered by the ROH to overseas branches. 0 
.. An immediate 25% depreciation of the value of fixed assets at the time of 

purchase or transfer, with the remaining depreciation to be incurred gradually 

over 20 years. 

Tax Reduction t/).. 

Currently in use with an exception for specific business tax, which has not 

been announced in the Royal Gazette (January, 2002). ~ 

• Extension of the period for the reduction in (i) official registration fee for 

sale/transfer of real properties (from 2% to 0.01 %) and (ii) specific business 

tax (from 3.3% to 0.11 %) from December 31, 2001 to December 31, 2002. 

• Reduction of official registration fees for mortgage of real properties from 1 % 

to 0.01 %. 

4 



"' Reduction of oflicial registration foes for sale/transfer of office buildings with 

or without land from 2% to 0.01 %, provided that such office buildings duly 

obtained construction permits under the law on building control. 

Other Tax Measures 

These included deductible allowances for interest on housing loans up to Baht 

50,000, exemption of VAT, Specific Business Tax and stamp duties for Type IV 

Property Funds. 

For Thai Government policies encourage low mortgage rate, good financing 

condition by extending the longer- term mortgage rate and special operating tax for 

companies which have affect in appreciation home values and have made buying a 

home attractive for many prospective buyers. As well as to strengthened trade 

relations to be one of the largest Asian investor hub as being a nice place to live 

especially with Japan and China. Together with strong private investment and 

development by stimulating small/ medium enterprise (SME) development and 

leading to sustainable economic development. Infrastructure development sector, 

Thailand is now pursuing key mega-transportation projects in order to strengthen 

infrastructure services such as; Railway links between China and Singapore all 

passing through Thailand which is designed as a gateway to the region and a major 

hub operations, new Bangkok International Airport. Underground monorail. 

5 



NPLs in the Real Estate Sectol' 

The Thai Asset Management Corp (TAMC) should accelerate the restructure 

policy, over the past few years, stated- owned banks had generally proved less 

effective at debt restructuring than privately- owned institutions. This year TAMC 

expects to restructure 500 billion baht worth of assets this year, with 50 billion baht 

completed date. (Yodchai Chusri, TAMC's managing director: Bangkok Post, 

Business section, March 2002) 

Promotion of Industrial and Services Relocation 

A new policy initiative of the Government is the promotion of private sector 

role in the decentralization efforts; therefore, the main approaches on decentralization 

aiming to improve quality of life and job opportunity of the rural population. (Jones, 

2002) 

In the 21st century, many international real estate companies around the world 

have to put out branches caused by more global competitions amongst the 

organizations in the same industry. The current environment of competition and 

scarce resources in land acquisition requires management to manage the organization 

differently to be effective and support the company uphold. Several companies are no 

longer expecting that product and services that succeeded in the past will remain 

practicable in the future without improving or changing. The current environment of 

competition and scarce resources in business requires company to behave differently 

to be effective and support its operation. 
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Companies go about meeting challenges and making continued business 

improvement. Many global corporations have realized not only having its core 

business operation, but also having another joint venture or merging companies as 

another underline businesses in order to diversify its business. 

Thailand's Real Estate Situation 

The past 2001 had witnesses a recovery in performance of many segment of 

the property development industry, despite the impact of the US terrorist attrack on 

September 11 and the negative investment sentiment caused by the concern over the 

instability of the US economy, which would adversely affect Thailand's export 

performance. Many believe the possible impact on Thai exports would decelerate the 

pace of the economic growth. Single- detached home segment, especially those 

targeting middle- to high- income earners, saw the highest demand improvement 

among other real estate sectors in 2001. It is believed that the target group still has 

adequate purchasing power, despite the cloudy economic atmosphere. 

Meanwhile, land pnces remained quite stable against the previous year, 

leaving property prices in the similar direction. Downside risk remains as a number of 

property developers are planning new projects, which will likely result in a large 

demand entering the market soon. Overall, the competition in this market segment is 

expected to be fierce among large- scale developer- both listed and non-listed, for 

example, Land & House, Quality House, Asian Property, Panjasab, Golden Land and 

Nobel, while small player could have less role in the market due to limited capital and 

manpower. The apartment for rent segment, was also continuously in great demand, 
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especially from the expatriate group. Occupancy rate of apartments in prime areas 

such as Sukhumvit, Sathorn, Silom and Surawongse was as high as 90%, while 

competition level was only moderate due to limited supply. New projects hardly 

entered the market due to much higher construction cost, which would limit number 

of new peojects in the next couple years. The only significant competition movement 

in the prime- grade aprtment segment seen is that several apartment owners have 

renovated and upgraded their projects in a bid to raise rent. 

The market of condominium in the Central Business Disrict of Bangkok 

(CBD) shown evident sign of improvement also due to the limited supply, especially 

high-quality condominium projects whose prices were comply with costs related land 

acquisition and construction. It si expected that prices tend to increase in the next 2 

years and supply from financially troubled and unfinished projects will possibly enter 

the market soon after developers conclude debt restructuring deal with their creditors. 

Contruction cost could be regared as the mam cost of the property 

development industry. Since Thailand fell into an economic crisis m 1997, 

construction cost has dramatically increased, especially cost related construction of 

high- rise building, which requires imported materials. Meanwhile, local made goods 

prices alos incresed in line with energy and material costs. (Sansiri's Annual Report, 

2002) 
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Background of the Company 

The Parent Company involved in this study was established in 1984 by two of 

Thailand's leading real estate groups took the bold step of joining forces with a vision 

of redefining excellence in property development. By collaborating with Thai Danu 

Bank Pie. in 1998, this company diversified from its flagship business of real estate 

development into property management, asset management and property brokerage. 

The Parent Company made a major structure change in I 999 when it entered into 

Subscription Agreement with an American venture capital. Under this agreement, the 

Company granted them an option to subscribe and/ or designate its affiliates to 

subscribe for the shares in the company that, in aggregate, could make up 51 % of the 

total paid up capital of the company. Jhe option will expire on December 31, 2002. 

In 2000, the Parent Company had diversified from its flagship business of real 

estate development into Internet related- business scheme. By joined force with an 

Internet Service Provider in Thailand, setting up a Subsidiary Company which is 

developing a real estate portal web site in order to establish the country's first online 

real estate marketplace which provides information on home and housing. Sections in 

web site comprise Property, which involves property search, sale and brokerage 

services, Financing, the instant mortgage application and other personal financial 

services, Home Services, the service directory, Decor & Garden, home improvement 

tips and Lifestyles, a variety of articles and tools related to every day life. Therefore, 

with this emergence, the Parent Company is involved in four groups of businesses, 

comprising property development, project management, property management and E

business and related investment schemes. In managing its subsidiaries, the Parent 
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Company allows managing director of the Subsiaries to have full management 

authority, monitoring their operations only sending company management to attend 

board of directors' meeting of those ventures at the Parent Company office. 

Today as a group of integrated property development businesses at the 

forefront of the Thai real estate market, a corporation with a policy of steady 

expansion that consistently yields 360° high quality products and services to playing a 

leading role in the industry. Therefore, the Parent and Subsidiary companies engage in 

the real estate development business, which have shared the policy, resources, 

expertise, and group of customers. To breakdown the type of businesses can be 

categorized into 7 groups: 

• Real estate for sales 

Comprised residential condominium in the central business district "CBD" 

• Real estate for long term lease and short term rents 

Comprised office building and residential condominium. 

• Project management services 

The company has prominent and professional consultant team architects, 

engineers, security, interior designer, sales, marketing, and legal teams to 

advice and to manage all real estate projects to the preference of the 

customers or the landowner. 

• Single- detached house project 

To serve continued and growing demand as well as the government's 

measure such as reducing transfer fees from 2% to 0.0 I% and bank seeking 
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to extend housing credit is favorable period of time to the Parent Company to 

expand its business. 

The Parent and Subsidiary Companies have daily interaction to each other in 

terms of business operation by supporting from Parent Company's real estate database 

, expertise, reputation and market information assist Subsidiary Company to create 

insightful online web portal, in vice versa Subsidiary Company is acting as a one-stop 

service for all needs related to home and home services for consumer to search for 

properties, home buying and selling helper program, brokerage services, instant 

mortgage application and related products and services. In order to enhance 

communication sharing, cooperation and organizational aligment between companies, 

the Parent and Subsidiary Companies have asserted a connection among each others 

by making use of both offline and online methods which include formal letter, memo, 

suggestion box, newsletter, grapevine, bu11etin board, meetings, Intranet as internal 

public folder and internet as internal and external methods, respectively. They have 

realized the essential value to align the organizational purpose, people and proceses 

in order to share and inform about company news and information between 

themselves. 

The researcher worked with the Subsidiary Company for two years and is 

currently working at the Parent Company for five months. The researcher having the 

experience working in both companies saw the need to explore possibilities on how to 

enhance the sharing of policy, information on company update, resources, expertise 

between Parent and Subsidiary Companies to have the alignment in terms of purpose, 

people and processes. 
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Research Objectives 

Drawing from the discussion with the Human Resources Manager, the Parent 

Company issue was raised concerning with the relationship between the Parent and 

Subsidiary Companies which now being focused as a challenge issue of the Parent 

Company. On daily basis, both Parent and Subsidiary Companies have to work 

autonomously to support each other, sometimes the Parent Company takes for granted 

in supporting Subsidiary Company's operation and vice versa. For example, when 

people from Subsidiary Company ask for information and cooperation from people at 

Parent Company, they are being ignored at the same time this kind of response may 

lead both companies to inefficiency to align their business and be competitive as 

expected. This research has raised such an issue and would specially attempt: 

To identify related factors of communication sharing and cooperation related 

to organizational alignment between the Parent and the Subsidiary Companies 

in order to improve their business relationship in terms of the policy, policy 

implementation, and information on company updates, use of resources and 

expertise in order to gain organizational alignment. 
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Statement of Research Problems 

The mam purpose of this study was to determine the relationship of 

communication sharing, cooperation and organizational alignment of the Parent and 

the Subsidiary Companies in Bangkok. Specifically, this study sought answers to the 

following questions. 

1. Is there a significant relationship between communication sharing and 

cooperation benveen the Parent and Subsidiary Companies? 

2. ls there a significant relationship between communication sharing in terms of 

a) 

b) 

Policy 

Policy Implementation 

c) Information on Company Updates -
and organizational alignment in tenn of purpose, people and processes for 

Parent and Subsidiary Companies? 

3. ls there a significant relationship between cooperation in terms of 

a) Use of Resources 

b) Expertise 

and organizational alignment in term of purpose, people and processes for 

Parent and Subsidiary Companies? 

13 



Research Hypotheses 

Ha 1: There is a significant relationship between communication sharing and 

cooperation of the Parent and the Subsidiary Companies. 

Ha 2: There is a significant relationship between communication sharing in terms of 

policy, policy implementation and information on company updates, and 

organizational alignment in terms of purpose, people and processes for Parent and 

Subsidiary Companies. 

Ha 3: There is a significant relationship between cooperation m terms of use of 

resources and expertise, and organizational alignment in terms of purpose, people and 

processes for Parent and Subsidiary Companies. 

Scope and limitation of the study 

This study takes into account communication sharing, cooperation and the 

organizational alignment issues. Furthermore, the study is designed to involve 

everybody from both Parent and Subsidiary Companies including: -

Ninety (90) target respondents who will be involved in the Parent Company 

and forty ( 40) in the Subsidiary Company, this will represent the total number of full-

time employees who have been working in Parent and Subsidiary Companies more 

than 1 year. Therefore, total of one hundred and thirty (130) questionnaires will be 
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distributed to all target respondents as 100% population of both companies. Both the 

Parent and Subsidiary Companies are located in Bangkok, Thailand. 

As limitation of this study, the difficulties, which are foreseen by the 

researcher, are the following: 

l) Location of the respondents: Some respondents are out in the field most of 

the time; therefore, it is difficult to collect the data from them. 

2) Respondent: There will possibly be a gap between management's point of 

view and that of the employees' in answering the questionnaire. 

Significance of the Study 

This study will be beneficial to both the Parent and Subsidiary Companies. 

This will enable the management of both companies to promote communication 

sharing, cooperation and organizational alignment to improve their competitiveness in 

the market. The benefit of the research can be classified as: -

1. For management and shareholders, the findings will serve in clearing up 

some of the problems, and give critical aspects consequence to 

management to utilize the existing resources, expertise and facilities 

efficiently. 
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2. For employees who have direct involvement in both Parent and Subsidiary 

Companies, the study will lead to knowledge, create positive relationship 

to the importance of communication sharing, cooperation in order to 

improve their role, performance and also gain organizational alignment. 

3. For other companies, the study will also be a guideline for both Thai 

parent company having subsidiary companies and would like to implement 

the study to create a better relationship for their organizations. 
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Definition of Terms 

{·, .. ~

<. .J L~ 

These are the following definitions of the relevant terms, which explain in the 

study in order to prevent misunderstanding of the reader. 

Communication Sharing: refers to the process of sharing information 

between the Parent and Subsidiary Companies specifically in terms of policy, policy 

implementation and information on company updates. 

Policy: refers to the guidelines formulated to insure proper implementation of 

company regulations and strategies like policies on human resources, business 

operation, and management. 

Policy Implementation: refers to the way the companies put into operation of 

the policies. 

Information on Company Updates: refers to exchange or linkage of 

company's news and updates. 

Cooperation: refers to sharing in the use of resources and expertise between 

the Parent and Subsidiary Companies. 

Use of Resource: refers to the use of financial resources, and facilities. 

17 
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Expertise: refers to working skills, experiences and manpower between the 

Parent and Subsidiary Companies. 

Organizational Alignment: refers to the relationship between two or more 

companies which features cooperation and mutual support in terms of purpose and 

processes between Parent and Subsidiary Companies. 

Purpose: refers to the company's direction and common goals which every 

unit is expected to serve and achieve. 

R 
People: refers to the human resources of the organization who have to 

implement and sustain organizational alignment m both Parent and Subsidiary 

Companies. 

Processes: refers to core basic work flows under individual organization's 

responsibility which support both Parent and Subsidiary Companies. 
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CHAPTER2 

REVIEW OF THE LITERATURE 

According to Hurst (1996) suggested some parent compames have their 

subsidiary compames located far away from the main office. It is essential for 

companies to maintain, updates and information regarding policies, strategies of 

implementing such policies for organizational alignment and efficiency. The success 

of any parent and subsidiary companies relationship depend on communication 

sharing and cooperation between them. Equally crucial to such relationship in how 

well is communication being carried out? Where the messages properly and timely 

delivered and expressed? When received, were they properly interpreted? 

2.1 Communication Sharing 

The word communication in a dictionary, shown several definitions, including 

"an act or instance of transmitting" and "a process by which information is exchanged 

between individuals through a common system of symbols, signs, or behaviors." The 

critical feature of an organization may seem an obvious one- that is, an organization 

consists of two or more people. However, it is a critical one to include, as social 

collectivities behave in a manner that is substantially different from that of 

individuals. At the most basic level, social collectivities require some level of 

understanding, cooperation, and communication to act together. The complexity of 

the task increases by leaps and bounds as the needs and desires of additional 

individuals must be taken into account. Thus, it is important to consider the notion of 
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a collectivity-whether that collectivity is two partners managing a catering business 

or a multinational corporation employing many thousands worldwide 

(Pfeffer & Salancik, 1978). 

Understanding organizational communication ts important fro a variety of 

reasons, First, organizations are now paying special interest to the function of 

communication. As communication scholars Bachrach and Aiken ( 1977) suggested, 

most of the daily routines inside organizations entail information exchange and 

coordination. Additionally, leaders of organizations understand the importance of 

fostering an understanding of the dynamics of organizational communication 

throughout every level of management. They believe that an understanding and 

appreciation for the process of communication is critical to an organization's success. 

Communication has traditionally been defined as "behavior". It has been suggested 

that we "cannot not communicate" (Watzlawick, Beavin, & Jackson, 1967, p. 49), just 

as we cannot not behave. Behavior has no opposite. According to this perspective, 

every act, both conscious and unconscious, contains information that is then 

interpreted by a receiver. 

Communication with another person is called interpersonal or dyadic 

communication. Some scholars imply that the most common type of communication 

to function as both a sender and receiver. The message is the information provided, 

the channel is usually sight and sound, and feedback is the response provided by each 

member of the dyad. Other examples of interpersonal communication in organizations 

are, for instance, talking with our supervisor about sales meeting, standing by the 
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cotlee machine discussing the recent company new projects, or updating with new 

policy changes (Adler & Rodman, 1994). 

Small group communication occurs whenever a small number of people come 

together for a purpose. Small group consists of several sender/ receivers. With the 

addition of more people, the communication becomes more complicated. Since the 

group is together for a specific purpose, the messages are generally a bit more 

structures than in interpersonal communication. The Traditional types of 

communication occurring in organizations, can be further grouped into the primary 

"forms", or categories of communication sharing in organization (Lesikar, 1976), ( 1) 

Internal- operational communication: consists of "structured communication within 

the organization directly related to achieving the organization's work goals" (Lesikar, 

1976: p, 9) Example of this type of organizational communication are inter

departmental communications, department needs to inform superiors and subordinates 

if impo1tant information which is most often done through memos, reports, e-mail, 

and telephone calls all intended to serve the function of coordinating efforts and 

achieving the working goals are related to the form of communication sharing. (2) 

External- operational communication is that communication structured and concerned 

with achieving the organization's work goals, or interorganizational activity (Lesikar, 

1976). It refers to the communication the organization engages in with its subsidiary 

company, the public, its customers, vendors, and the press. 

Communication is seen as the glue holding the systems and subsystems 

together, allowing for units to function in sync with each other. Danials and Spiker, 

1994 states communication defines the organization. It is the mean through which the 
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subsystem organizes themselves and work together. It is the means through which 

homeostasis is maintained and wholeness is achieved. It shares freely throughout the 

hierarchy (Tracy, 1989). 

Figure 2.1 adapted from Dean Barnlund's (1962) model, represent the 

conception of organizational communication as transaction. We no longer see the 

process as being either linear or circular. The crux of the transaction model is that we 

are; simultaneously and continuously share between both sender and receiver. It can 

depict two individuals engaged in a transaction. Each person is both simultaneously a 

sender and a receiver. Each person emits nonverbal and verbal messages, and each 

person possesses internal information such as experiences, attitudes, and ideas that 

influence how messages are encoded and decided. Each person also perceives external 

information such as the location, the time, and any cues related to the context that 

affects how messages are encoded and encoded. Noise is anything that interfaces with 

the transmission or reception of the message. These elements, taken together, give us 

a picture of communication as a transaction between compa111es also (Hybels & 

Weaver, 1992). 
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Figure 2.1: Communication as transaction. 

Source: Barnlund, D. (1962). Toward a meaning- centered philosophy of 
communication. Journal of communication, 12, 197- 211. 
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Communication sharing within organization was usually downward and used 

for direction and control. Upward communication was mostly cosmetic in that it was 

not truly valued by those higher up. Communication was used to guide and provide 

direction swell as to convey feeling of belongingness (Gibson & Hodgetts, 1991 ). 

It has already been noted that organizations develop their own cultures, with 

language, rituals, and styles of communications (Frost et al., 1985; Morgan, 1986: 

Ott, 1989). It is clear that organizations attempt to share and socialize their personnel 

so that communication problems are minimized (Pascale, 1985). Despite the presence 

of a common culture and socialization efforts, however, organizations contain the 

seeds of communication problem when their vertical and horizontal components are 

considered 
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Vertical Communication 

Patterns of vertical communication have received a good deal of attention, 

primarily because they are so vital in organizational operations, from the length of 

organizational structure, power, and leadership, it should be evident that the vertical 

element is a crucial organizational fact of life. Since communication is also crucial, 

the vertical element intersects in a most important way. Vertical communications in 

organizations involve both downward and upward flows. 1) Downward 

Communication: there are five elements of downward communication (Katz and 

Kahn, I 978: pp. 440-43 ). The first is the simple and common job instruction, in which 

a subordinate is told what to do either through direct orders, training sessions, or job 

descriptions. The second element is move subtle and less often stressed. It involves 

the rationale for task and its relationship to the rest of the organization. It is here that 

different philosophies of life affect how much this sort of information is 

communicated. The third element is information regarding procedures and practices 

within the organization. This is similar to the first element, in that it is relatively 

straightforward and no controversial. The fourth is a consistent part, which is 

feedback to individuals regarding their performance, when the feedback has a 

negative tone to it. The final element of downward communication involves attempts 

to indoctrinate subordinates into accepting and believing in the organization's (or the 

subunit's) goals. The intent here is to get the personnel emotionally involved in their 

work and add this to the motivational system (Katz & Kahn, 1978). 
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Upward and Downward Communication 

Communication up the line takes many forms. It can be reduced, however, to 

what people say ( 1) about themselves, their performance, and their problems, (2) 

about others and their problems, (3) about organizational practices and policies, and 

(4) about what needs to be done and how it can be done (Katz & Kahn, 1978) 

The most obvious problem in upward communication is hierarchy. People are 

unlikely to pass information up if it will be harmful to themselves or their peers. Thus, 

hierarchy affects the amount and kind of information that is likely to be passed 

upward. Information content is also related to hierarchy. Favorable information is 

passed upward, while unfavorable information, as well as more complete, more 

important information, tends to be passed laterally, rather than up or down the 

hierarchy (O'Reilly & Roberts, 1974). Whereas communications downward become 

more detailed and specific, those going up the hierarchy must become condensed and 

summarized. There is an interesting twist here. Computer- based information 

technology is increasingly important in the organizational communication and 

sharing. Management leave computer- based information to their staff and 

subordinates (March and Sproul, 1990). It is not clear what impact this has on the 

content of upward communication. The situation may also change as people who are 

comfortable with computers move into top management positions. 
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Horizontal Communication 

Communications in organizations go in more directions than up and down. 

Horizontal and lateral communication is a regular and important facet of 

organizational life. Organizations are information- sharing systems; the 

communication in organizations contains elements that are strongly organizational 

and strongly individual. The organizational input into the communication sharing 

comes from the structured communication channels. For example, memos, bulletin 

board, meeting, public folder, e-mail, telephone and others factors that affect the 

sending, receiving, perception, and interpretation of communication. (Morgan, 1986) 

Communication sharing is crucial for organizational managers and their work; 

Kanter ( 1997) found that the managers spent an overwhelming proportion of their 

time in communications. These communications have been shared usually involved 

face- to face interactions with subordinates, superiors, peers, and customers. There 

were also meetings of one kind or another. Mail and phone messages had to be 

answered. In short, the business of the managers is communication. It is estimated that 

some 80 percent of manager's time is spent on interpersonal communication (Klauss 

& Bass, 1982). As one moves to the top of organizations, the proportion of time 

devoted to communication decreases, it should be noted, of course, that the work of 

clerical personnel is overwhelmingly concerned with information sharing. 

Communication is most important; therefore, m organizations and 

organizational segments that must deal with unce1iainty, that are complex, and that 

have a technology that does permit easy routinization. Both external and internal 
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characteristics affect the centrality of communication. The more an organization is 

people and idea oriented, the more important communication becomes. Even in a 

highly mechanized system, communications underlie the development and use of 

machines. Workers are instructed on usage, orders are delivered, and so on. Ignorance 

of the potentiality for distortion has been responsible for the failure of many 

organizational attempts to improve operations simply by utilizing more 

communications. Once the importance of communication was recognized, many 

organizations jumped on a communication bandwagon, believing that if sufficient 

communications were available to all members of the organization, everyone would 

know and understand what was going on and most organizational problems would 

disappear (Katz & Kahn, I 978: p, 430). 
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\J<' " Extensive attention has been given to the relationship of communication 

technologies on patterns of communication within the organization. The finding in 

this area stems from an earlier observation that new technologies augment existing 

technologies rather than replacing them. Because of this, organizations that adopt new 

communication technologies in sharing company's information are marked by an 

overall increase in the amount of communication (Rice & Case, 1983; Kraemer, 

1982). For example, when video conferencing is available, it will be used in addition 

to face- to- face meeting (not instead of them), increasing the overall level of 

organizational communication. 

More specific issues regarding communication patterns have also been 

investigated. For example, Rice and Case (1983) found that an electronic message 

system increased the prevalence of upward communication in the organization, and 
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Huber (1984) found that communication contacts were more diverse with 

communication sharing 

2.1.l Policy 

A commonly accepted definition is: "A policy is a guide for carrying out 

action." It may express the values, philosophies, principles, and purposes of the 

organization (Higginson, 1966). General Electric provided one of the better 

definitions (General Electric Company, 1953-1955: p. 15): 

" A policy is definition of a common purpose for organization 
components or the company as a whole in matters where, in the 
interest of achieving both component and overall company 
objectives, it is desirable that those responsible for implementation 
exercise discretion and good judgment in appraising and deciding 
among alternate courses of action." 

Policy is board guidelines to actions in the pursuit of objectives. They are 

general uses of action, and they stem directly from fulfilling objectives. In fact, 

policies are developed to ensure that the fulfilling objectives are achieved. Therefore, 

policy serves a key role in spelling out and clarifying fulfilling objectives. Policies 

therefore sharpen the meaning of the fulfilling objectives and guide speci fie decisions 

in a direction that supports the fulfilling objectives. Policy is required in an 

organization because of delegation of authority and for control purposes. A manager 

delegate's authority to his immediate subordinates, but his accountability for proper 

managerial performance is not delegated. Therefore, delegation requires cooperation 

and concerted effort between supervisors and subordinates, as well as cooperation of 

an environment (McNichols, 1975). 
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Policies are essential to organizations in order to ensure that daily decisions 

and actions are consistent with the organization's objectives, strategies and values. 

Organization policies help organizations to (Armstrong, 1982): 

• Achieve efficiency; 

• Co- ordinate activities; 

• Communicate the desired image both internally and externally; 

• Develop human resources- managers take responsibility, exercise discretion 

and develop themselves and others. 

For each organization the components need to be examined for 

interrelationships and for mutual supportiveness. The following questions should be 

asked: Are the policies, procedures, and structures of companies consistent with the 

fimctional? Do the policies generate useful and timely information for company 

strategy? Is the policy defined in such a way as to take advantage of related 

company's? Do exist skills and competencies transferable to the related business upon 

mutual consistency? (Peters, 1980). 

Whereas strategies are major actions or patterns of action, policies guide and 

channel the implementation of strategy and prescribe how processes within the 

organization will function and be administered, Thus, the term policy refers to 

organizational procedures, practices, and structure associated with implementation 

and executing strategy. For example, a strategy involving high quality products or 

services may have a policy of extensively monitoring services activities. Obviously, 

each strategy will require more than one policy to implement the strategy. Policies can 
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also be defined as general procedures that are to be used in response to a particular 

type of stimulus. As with strategies, certain sets of procedures are linked to each 

other. One set might include various activities for monitoring or developing time, 

resources, quality, and quantity, in order to ensure progress. Policy refers not only to 

the implementing of strategy through procedures and practices, at also to the structure 

associated with administering and operating the organization on a day- to -day basis. 

The structure of an organization incorporates the coupling of tasks and procedures of 

members of the various coalitions and the resulting flow of information and authority. 

The technical tasks of operations, marketing, finance, research and development, and 

so on, must be arranged to make the organization stra.tegically successful. One-way of 

doing this structurally is to gear the whole organization around those key tasks upon 

which strategic success or failure depends. Each organization has a set of issues, a 

way of defining its business (es), a number of coalitions, a network of goal structures, 

and a network of means, i.e. strategies and policies, to attain those negotiated goals. 

(Pain & Naumes, 1995) 

Policy refers not only to the implementing is strategy through procedures and 

practices, but also to the structure associated with administering and operating the 

organization on a day- to- day basis, following are shared approach to develop 

continuing formation of company policy: ( 1) to help the managers design and 

implement methods for obtaining information on the state of the environment and the 

organization; (2) to feed back information to individual managers and to the entire 

company group; (3) to provide skill and expertise in designing information in sharing 

the chairmanship with operating managers and staff; ( 4) to share in analyzing 

information for developing solutions; (5) to identify developmental methods for 
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improved communication and problem solving; and (6) to set as part of the staff for 

development program. (Peters, Thomas. Business Week, 21 July 1980: 3 5-41. ) 

2.1.2 Policy Implementation 

The term policy is normally used to designate broad guidance created to insure 

the successful formulation and implementation of strategy. Most policies have a broad 

and major impact on the organization, but some have a more limited impact and are 

designed to guide decisions through the use of more specific constraints. Policies 

provide organization members, primarily managers, with a framework within which 

decisions may be made. The Master Strategy derives from the organization's mission 

and from the policies, which exist to provide guidance in formulating this strategy. 

These policies are usually created by the owners, the board of directors, or the chief 

executive office (CEO). However, other organizational strategies may aid in their 

formation. Some organizations refer to this guidance as their "basic assumption". 

Other organizations designate this guidance as "primary objective". Still others refer 

to these policies as their "master policies". But regardless of its designation, certain 

guidance must be available to the organization's strategists as they formulate the 

Master Strategy. In the business organization, this guidance normally relates to the 

following issues although exact policies vary from firm to firm. The term policy is 

normally used to designate board guidance created to insure the successful 

formulation and implementation of strategy. Most policies have a broad and major 

impact on the organization, but some have a more limited impact and are designed to 

guide decision making through the use of more specific constraints. Policies provide 

organization members, primarily managers, with a framework within which decisions 
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may be made. Examples of policies include the following: Only products with at least 

a return on investment (ROI) will be considered as an addition to existing product 

lines. And only products with high quality will be chosen for inclusion in our product 

line. These policies save time and effort because managers do not have to determine 

what level of ROI is appropriate or what level of product quality is sought for the 

accomplishment of organizational mission. This has already been considered and 

incorporated into policy (Broom, 1969). 

Implementation is equally critical to m1ss10n accomplishment because the 

actions taken by organizational members must be effective and efficient. 

Implementation is viewed as the summation of activities in which organizational 

members engage in order to accomplish the objectives of the strategy. Successful 

implementation results primarily from appropriate managerial functioning at lower 

levels of management. Successful implementation also depends on integrated 

planning and control systems and on proper managerial functioning in other levels of 

management. (James M. Higgins, 1979) 

The idea of policy connects decision and action by and for company. Those 

things that can be resolved satisfactorily by people acting alone, or by a fow 

individuals negotiating with one another, do not become policy problem. But 

"company" is itself not a simple idea. The implementation of policy requires the 

authority to do it. Usually someone is hurt by any policy initiative, and the physical 

power and authority of the company must be invoked in order to secure sacrifices 

from the injured parties for the good of others. The point is that when someone says 
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something like "Company" must awaken to the dangers of inaction, determine its goal 

and implement policies to attain them (Randall, l 985). 

2.1.3 Information on Company Updates 

To survive within the environment, organizations often form ongoing 

relationships with other organizations. These interorganizational relationships form 

the system link up to exchange information and resources. Interorganizational 

relationships are formed as a way of coping with organizational environment. It is 

possible, however, to distinguish more specific factors that motivate organizations to 

link up with one another. Oliver ( 1990) has delineared six "critical contingencies" that 

influence intcrorganizational relationship. 

The first factor Oliver identifies is necessity as "an 
organization often establishes linkage or exchange with other 
organizations in order to meet policy or organization's requirement. 
For example, two subsidiaries in a large corporate structure are 
required to interact because of the mandate of the higher authority. 
The second factor Oliver highlights is asymmetry. This factor is 
evident when interorganizational relationships are motivated "by 
the potential to exercise or control over another organization to its 
resources" A third factor influencing the formation of 
interorganizational relationships is efficiency. This factor is evident 
when a linkage is formed to improve internal organizational 
functioning. For example, a small manufacturing firm might 
develop a relationship with a machine maintenance company to 
reduce downtime and increase productivity. The final two factors 
Oliver identifies deal directly with the information environment. 
One of these, stability, considers interorganizational linkages that 
are especially formed to help organizations cope with uncertainty. 
Finally, Oliver contends that organizations link with others to 
enhance legitimacy" in order to appear in agreement with the 
prevailing norms, rules, beliefs, or expectation of another 
companies (Oliver, 1990: 243, 246). 
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Consider the changes that have taken place in workplace communication over 

the past 100 years. There are two major types of technology at have an impact on 

organizational life (Huber, 1990). The first of these, computer-assisted 

communication technologies, facilitate communicative interaction among individuals 

and groups within and between organizations. The second type of technologies 

impacting organizational life are computer- assisted decision- aiding technologies that 

allow individuals and groups to improve decision- making quality through quicker 

and more thorough access to relevant information and assistance in compiling and 

evaluating that information. For example, one of the most influential technologies is 

electronic mail (Turnage, 1990). By accessing an electronic mail network by means of 

a computer terminal, a worker can send and receive messages to I from others in the 

organization or to people outside of it. With these features, it is clear that electronic 

mail has the potential to make a big impact on organizational functioning. 

Table 2.2: Examples of Organizational Communication Technology 

Source: Turnage, J. J. (1990). The Challenge of New Workplace 
Technology or Psychology. American Psychologist, 45, 171- 178. 

l)~scr.ip~ion . 

Electronic Mail User creates a written document at . computer 

terminal and sends via computer to other user(s). 

Messages may be answered, filled, and /or 

discarded. 

Voice Mail Provided ability to leave and retrieve v01ce and 

votive synthesized messages by telephone. 

Messages can be edited, stores, and forwarded. 

~-----------~~.~---------~ .. ···- .. ·-~~-------~ 

34 



'(::·t:-
:.._.,.i· .. .;,. 

Facsimile (FAX) Document images transmitted to other location by 

means of telephone and computer technology. 

>---------------+--·----------··------------' 
Information Retrieval System Computer database that allows organizational 

member to search many internal and external 

sources for information on specified topic. 

Video Conferencing Allows participation in video group meeting by 

participants at two locations (for two- way 

communication). Transmits voice and images of 

participants, as well as graphic material. 

Management Information Computer system that stores and integrates 

System (MIS) information from throughout the organization for 

retrieval and use in decision making. 

Wallace, 1990 indicates that there are a variety of communication vehicles 

available, and most companies utilize several to educate employees on the variable 

communication sharing. 

• A brochure or other written instrument is basic to the communication 

process. This document should be simple, conveying only the basic facts 

of the plan or policy. 

• Face- to- face meetings m which the plan is presented to groups of 

employees may be the most effective communications vehicles. These 

meeting enable the design group to explain the plan in some detail while 
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affording the employees the opportunity to ask questions and raise any 

concerns they may have. 

• Presentation of the plan by supervisor to their work groups or crews, 

especially if the organization is large and it would be impractical to 

educate the entire workforce through small group meeting. If this avenue 

is selected, it is vital that supervisors receive adequate training to enable 

them to make a knowledgeable presentation and effectively respond to 

questions 

• Video presentations represent another communications vehicle. This 

option tends to be used in large, geographically diverse organizations 

where face- to- face presentations by design team members are not 

feasible. 

To share publicly disclosed financial information, data fro company 

performance, and other business inf:ormation that will improve the employee's ability 

to contribute to the operation's effectiveness. 

Many of these technologies allow message transmission that is faster than 

transmission by means of traditional organizational communication media. Some 

other features of new organizational communication media are less obvious. For 

example, new media often change ways of addressing messages 

(Culnan & Marcus, 1987). 
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An important factor of the growth of unionism revealed to management the 

extent of worker discontent. Much of this blamed on poor management. The factor, 

according to Argyris was the development among managers of a sense of 

responsibility. According factors cited included an increase in the size of 

organizations, which caused a lack of communication updates between top and 

bottom levels or parent and subsidiary. Information relations represented just the first 

of many attempts to bring social science into the service of management. Despite 

endless disappointments the applications continue to this day because of the hope that 

is offered. First, the hope of increased efficiency: that social science can produce 

unparalleled co-operation in the workplace, which will transcend or utilize conflict, 

and potentially displace the necessity. Second, there is the hope of management 

contribution: that a newly enlightened and expert management in command of the 

total social of the workplace environment will attain the achievement of efficiency 

and satisfaction. (Argyris, 1957) 

2.2 Cooperation 

Cooperation is a process in which organization pursue their own goals and 

thus retain autonomy, while at the same time orientating their action toward a 

common issue or outcome (Mulford, 1980; Warren, Rose, and Bergunder, 1974). 

Cooperation is distinguished from coordination, since the latter process involves the 

pursuit of a common goal. Cooperation is typically viewed as a form of voluntary 

interaction (Maas, 1979) and would be found in instance of exchange- or voluntary

agreement- based relationships. Cooperation can involve personnel interchange or 

products and services for clients (Klonglan & Paulson, 1971; Aiken & Hage, 1968). 
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The cooperation process implies a rather small range of investment on the part of the 

organizations involved, but it does not mean that they have to take each other's 

actions for granted. 

The critical features point out that organizations are composed of collectives 

of individuals achieving a multiplicity of individual and organization goals. The 

processes involve the cooperation of individual activities that facilitate goal 

achievement. A member of organizational theories has emphasized the importance of 

cooperation in defining organizational activities. 

Bennis ( 1973: 327) noted that a critical task of organizations 
en route to the penultimate task of realizing goals is the cooperation 
of the "human side" of the organization. Similarly, Perrow (1967: 
194-195) states that "technology, or the work done in organizations, 
is the defining characteristic of organizations". Thus, the 
intersection of the social collective and its goals is found in the 
cooperation of activities or the actual behaviors of organizational 
members. Cooperation, in turn, is impossible without 
communication. Thus, the study will revolve around the ways in 
which communications facilitates or impedes the cooperation 
efforts of organization. 

Clearly, if the organization conceptualizes that a great deal of communication 

activity in organizations will be directed toward the cooperation of behavior and the 

meeting of goals. Thus, a great deal of communication in organizations is task-related; 

such as, decision making processes, performance reviews, participative management, 

and feedback. All of these communication processed are intimately related to the 

cooperation of people for accomplishment of organizational and individual goals. 

There are several ways in which communication sharing is impacted when the 

organization conceptualizes as embedded in larger environment. First, people must 
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see communication as both occurring within organizational boundaries and crossing 

organizational boundaries (Burgoon & Ruffner, 1978). 

2.2.1 Use of Resources 

Organizations are motivated by a variety of factors to form relationships with 

other organizations. Once motivated, what is the nature of these interorganizational 

linkages? Eisenberg and associates ( 1985) proposed taxonomy of interorganizational 

linkages composed of two dimensions: the trqnsactional content of organizational 

exchange and the linkage level at which the exchange occurs. Eisenberg and 

associates ( 1985) noted two types of content that can be exchanged between 

organizations. The first of these, material exchange involves the flow of tangible 

resources such as money, goods, and personnel for example, a parent and its 

subsidiary companies begin a joint venture to take advantage of a local business 

opportunity. The second type of exchange content, information exchange, involves 

the flow of symbolic resources for example, two financial institutions use a system of 

automatic data transfer. These two types of exchange are not independent, however. 

Indeed, it is difficult to imagine the flow of materials between organizations that is 

not accompanied by the flow of enabling information. 

Organizations are large and profitable, with an abundance of resources. Their 

employees, for instance, will have modern, high quality tools and equipment to do 

their jobs. When organizations have limited resources, so do their work groups. What 

a group actually accomplishes is, to a large degree, determined by what it is capable 

of accomplishing. The presence or absence of resources such as money, time, raw 
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materials, and equipment-, which are allocated to the group by the organization- have 

a large bearing on the group's behavior. Exchange theory properly focuses on 

resource exchange, and the study will examine resources interdependency among 

organizations. The flow of resources varies in their intensity, so that this quantitative 

aspect of interactions will be examined. Resource interdependent are situations in 

which two or more organizations are dependent upon one another for the resources, 

each has access to or controls are the basis of resource interdependency. Resources 

take a variety of forms, such as inflows and outflows of information, money, and 

social support (Galaskiewicz & Marsden, 1978). There can be other resources in 

terms of funds, facilities, and personnel (Molnar, 1978). Organizations that have 

intersecting domains tend to be more interdependent. Equipment and meeting rooms 

can be added to the list of resources, which could be exchanged, as can be clients 

(Mulford, 1980; Boje & Whetten, 1981 ). 

It has long been recognized that organizations are seldom capable of 

controlling all of the resources they require (Levine and White, 1961; Litwak and 

Hylton, 1962). An interorganizational division of labor can develop in which the 

participating organizations specialize by providing a particular service in return for a 

particular resource they need (Aldrich, 1979). Each organization becomes dependent 

upon the other in this type of situation. Organizations tend to resist dependence and to 

attempt to make other organizations dependent upon them (Benson, 1975). 

It is unclear what the direction of resource flows means in terms of 

interdependence. On the one hand, a great outflow of some resource, such as money, 

could indicate great dependence, since the organization involved would appear to 
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have to buy needed goods or services. On the other hand, money outflow may make 

other organizations more dependent upon the organization in question if this is their 

only source of funds. There are three forms of interdependence. 

When there is horizontal interdependence, all members of an 
organization set complete with each other in obtaining resources 
and disposing of goods and services. In cases of vertical 
interdependence, organizations interact at different stages of the 
production of goods or delivery of services. For example, in the 
juvenile justice system, police, courts, and halfway houses are in a 
sequential order. Each organization jockeys for power, but the 
competition is less than in horizontal interdependence. Symbiotic 
interdependence occurs when organizations complement each other 
in the rendering of service to individual clients. Here there is 
minimal competition, especially when agreements regarding 
domain have been achieved (Pennings, l 980b ). 

The basic premise of the resource- dependence model is that decisions are 

made within organizations. These decisions are managed within the internal political 

context of the organization. The decisions deal with environmental conditions faced 

by the organization (Schreyogg, 1980). Another important aspect of the model is that 

organizations attempt to deal actively with the environment. Organizations will 

attempt to manipulate the environment to their own advantage. Rather than being 

passive recipients of environmental forces, as the population- ecology model implies, 

organizations will make strategic decisions about adapting to the environment. The 

role of management is vital in this process. 

The resource- independence model begins with the assumption that no 

organization is able to generate all of the various resources that it needs. Similarly, not 

every possible activity can be performed within an organization to make it self-

sustaining. Both of those conditions mean that organizations must be dependent on 
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the environment for resources. Even seemingly self-sustaining organizations must 

recruit new members or they will go out of existence. The resources that are needed 

can be in the form of raw materials, finances, personnel, or services or production 

operations that the organization cannot or does not perform for itself. Resources 

would also include technological innovation (Marple, 1982). The resources of 

resources in the environment are other organizations, with the exception being 

farming and extractive industries, which have the potential of owning the raw-

material physical base. Even these organizations are dependent on other organizations 

for other resources. The fact that resources are obtained from other organizations 

means that the resource- dependence model can be thought of as an 

intcrorganizational resource- dependence model, since the resources come from other 

organizations. Q.. 

Organizations are, or attempt to be, active in affecting their environment. This 

contributes to the variation among organizations, since variations are the result of 

conscious, planned responses to environmental contingencies. Organizations attempt 

to absorb interdependence and uncertainty, either completely, as through merger 

(Pfeffer, l 972b ), or partially, as through cooperation (Pfeffer, l 972a; Allen, 197 4) or 

the movement of personnel among organizations (Pfeffer and Leblebici, 1973: 

Aldrich and Pfeffer, 1976: 87). The conglomerate corporation is a striking example of 

variation in organizational form brought about by strategic choice. It is also striking 

that the conglomerate form has recently been disappearing or selected out. 
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It is wise to recognize human resources as human labor, knowledge, and 

technical capacity are employed to derive benefits from natural- resource utilization. 

According to resource dependence theory, the goal of an organization is to minimize 

its dependence on other organization for the supply of scarce resources in its 

environment and to find ways of influencing them to make resources available 

(Pfeffer, 1978). Thus an organization must simultaneously manage two aspects of its 

resource dependence: (l) It has to exert influence over other organizations so that it 

can obtain resources, and (2) it must respond to the needs and demands of the other 

organizations in its environment (Pfeffer, 1982). Whenever an organization involves 

itself in an interorganizational linkage, it must balance its need to reduce resource 

dependence against the loss in autonomy or freedom of choice that will result from 

the linkage (Galaskeiwicz, 1985). In general, an organization aims to choose the 

interorganizational strategy that offers the most reduction in uncertainty for the least 

loss of control. As at the business level, the interorganizational strategies discussed as 

an important means of increasing to value an organization can create through its 

corporate strategy. Jnterorganizational strategies increase value by allowing the 

organization to avoid the bureaucratic costs often associated with managing a new 

organization in a new domain. As the number of an organization's expansion increase 

interorganizational strategies such as strategies alliances may allow an organization to 

obtain the gains from cooperation between companies without experiencing the costs. 

Suppose two organizations establish a joint venturein a new domain. Each 

organization contributes a different skill or resource to the venture 

(Jones & Pustay, 1988). 
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2.2.2 Expertise 

Beliefs of organizational ownership relate to whether information and 

knowledge created by an individual knowledge worker are believed to be owned by 

the organization. Beliefs about property rights affect information and knowledge 

sharing. A belief in self- ownership was positively associated with organizational 

ownership- - suggesting a cooperation type of ownership situation for both 

information and expertise and for both internal (interorganizational) and external 

(interorganizational) sharing situations. Traditionally, some of this knowledge as 

disseminated to other individuals in their work group, some of whom internalized it 

and used it as a component of their individual knowledge and achievement bases. 

Occasionally, some of the knowledge was distributed through formal feedback 

systems to groups elsewhere in the organization, but the use of the knowledge, if not 

distribution itself, was greatly hindered by functional and divisional boundaries 

(Markus, I 984). 

Advance in information and communication technology have increased the 

potential for greater dissemination of information and knowledge beyond its creator. 

Also have increased both technical and social connectivity within and between 

organizations, facilitating information and knowledge sharing (DeSanctis & Fulk, 

1999). Experlise and information sharing have reduced the economic cost, also has 

created social conventions around diverse groups in an organization or across 

organizations (Argyres, 1999). Hence, the sharing has created the potential for greater 

horizontal information and knowledge flows as well as eased the central coordination 

of information. Through organization- wide systems, such as enterprise resource 
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planning systems, information technology has facilitated greater upward movement of 

information (Davenport, 2000). 

If a person perceives the information and expertise to be the property of the 

organization? Expertise is defined involving intangible information embodied in 

human memory, knowledge experience or skill. Because internal and external 

knowledge sharing are fundamentally different in their purpose and consequence 

(Argote & Ingram, 2000). The study about ownership beliefs are different depending 

on whether sharing occurs internally or externally. Sharing of expertise was not 

influenced by organizational norms of ownership. Rather, it occurred because sharing 

provided personal benefits (Constant, Kieslcr & Sproull, 1994). 

2.3 Organizational Alignment 

Misaligned companies, like cars out of alignment, can develop serious 

problems if not corrected quickly. They are hard to steer and don't respond well to 

changes in direction. Managers must now keep their people cantered in the midst of 

change, deemphasize hierarchy, and distribute leadership by distributing authority, 

information, knowledge, and customer data throughout their organization. Alignment 

is a response to the new business reality customer requirement are in flux, where 

competitive forces are turbulent, and where the bond of loyalty between an 

organization and its people has been weakened. The old linear approach to 

management has given way to one of simultaneity- to alignment. In essence, 

alignment links the five key elements of an organization- people, process, customers, 

business strategies, and of course, leadership- - to obtain breakthrough results, chief 

45 



among them, sustained growth and profit, loyal customers, and a high- performing 

work force (Labovitz & Rosansky, I 997). 

• Alignment gives the power to get and stay competitive by bridging together 

perviously unconnected parts of the company into an interrelated, easily 

comprehensive model. 

• Alignment gives the company the power to create an organizational culture of 

shared purpose. 

• Enable managers to create a work forces where each employee can relate his 

or her activites to the goal and strategic objectives of the company. 

• By intergrating core business factors, market factors, overall direction, 

leadership, and culture, alignment gives the company the power to achieve 

. consistent, defined levels of growth and continuousely improve business 

processes - all at the same time. 

The Parent Company can do by utilizing a new management approach called 

alignment. Alignment can be thought of as both a noun and a verb- - a state of being 

and a set of actions. Alignment as a noun refers to the integration of key systems and 

processes and responses to relate with the external environment. The real power of 

alignment comes when it is viewed as a set of actions - - as a verb. These following 

actions represent the management competence, a necessary skill set that will enable 

managers to 1) connect the employees' behavior to the mission of the company, 

tuning intentions into actions. 2) link teams and processes to the changing needs of 

customers. 3) shape busines strategy with real- time information from customers. 4) 

create a company culture in which these elements all work together seamlessly. " 
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Alignment is not about the management of quality. It ts about the quality of 

management." (Michael, 1996) 

Alignment refers to the notion that the sum of all the components taken 

together as a system is greater than the effect of each in isolation or nonsummativity. 

Also refers to wholeness as synergy, which implies that the sum of the whole is 

greater than the sum of the parts. All parts of the system are dependent on all other 

parts. Each subsystem interacts with other subsystems in cooperation to transform the 

input into output ( Von Bertalanffy, 1968). 

Psychologists have long recognized that human beings relate to people who 

are like themselves and tend to reject people who arc different from them. Yet 

organizations continue to reate differences between people tn the interest of 

efficiency. Line versus staff, management versus labor, field versus corporate, and 

mother company versus its subsidiary companies. No wonder it's so hard tofocus 

people around common goals when they are so different from each other simply by 

virtue of what they do and where they do it. Specialization and expertise can be 

wedge that drives people further apart and makes it difficult for the to work together 

(Michael & James, 1993: p.5). 

A system's overall effectiveness is determined by the extent to which the 

different parts are aligned with each other. This alignment or fit concerns the 

relationships between inputs and transformations, between transformations and 

outputs, and among the subsystems of the transformation process. Diagnosticians who 

view the relationships among the various parts of system as a whole are taking what is 

referred to as a systemic perspective. (Cumming & Worley, 2001) 
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Alignment refers to a characteristic of the relationship between 
two or more parts. It represents the extent to which the features, 
operations, and characteristics of one system support the 
effectiveness of another system. Just as the teeth in two wheels of a 
watch must mesh perfectly for the watch to keep time, so do the 
paiis of an organization need to mesh for it to be effective? For 
example, General Electric attempts to achieve its goals through a 
strategy of diversification, and a divisional structure is used to 
support that strategy. A functional structure would not be a good fit 
with the strategy because it is more efficient for one division to 
focus on one product line than one manufacturing department to try 
to make many different products. The systemic perspective suggests 
that diagnosis is the search for misfits_arnong the various parts and 
subsystems of an organization. (Cumming & Worley, 2001: 87) 

Alignment also refers to effectiveness of an organization's current strategic 

orientation requires knowledge of the above information to determine the alignment 

among the different elements. 

1. Does the organization's strategic orientation fit with the inputs? 

2. Do the design components fit with each other? 

Organization level: 

General environment- technology, strategy, HRS, structure, culture- -organizational 

effectiveness in term of performance, productivity and stakeholder satisfaction. 

Group level: 

Organization design - - Goal clarity, task structure, group norms, team functioning - -

team effectiveness in term of quality of work life and performance. 
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Individual level: 

Organization design, group design, personal characteristics -skill variety, autonomy, 

task significance, feedback about resu lts - individual effectiveness in term of job 

satisfaction, performance, absenteeism and personal development. 

To understand how a total organization functions, it is necessary to examine 

particular inputs, design components, and the alignment of the two sets of dimensions. 

It shows that two key inputs affect the way an organization designs its strategic 

orientation: the general environment and industry structure. (Cumming & Worley, 

200 I : 89-92) 

People usually take care of what they own. As a colleague used to say. "No 

one washes a rented car." When the workforces have a true sense of ownership of the 

workplace, the job, and the enterprise, there is a greater likelihood they will take good 

care of it. When they feel alienated or not part of the business, their work becomes 

just a job, where they tend to operate on the principle of compliance. In a Cooperative 

Workplace, Management proactively engages the workforce in building ownership of 

the organization. To use Steven Covey's term, an organization is not like a piece of 

real estate. The true owners of the organization reside in its workplace. By increasing 

their stake in its success, the managers can do nothing but gain. Equally important is 

the va lue of alignment that is driven by a high level of ownership. So, if ownership is 

the rocket booster, alignment is the guidance system. The processes designed to 

achieve strategic alignment within the organization will enable the cooperative 

organization to hit its true market niche, serve its customers with excellence, and 

outstrip the competition. In more traditional sense, alignment occurs when all the 
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members of an organization agree on the vision, mission, and strategic course of 

action for the company or organization. It also occurs when the company is aligned 

with the market, is demonstrating its unique and value- added role, and is focused on 

achieving competitive advantage (Covey, 1989). 

Alignment relies on two essential dimensions: vertical and horizontal. The 

vertical dimension is concerned with organizational strategy and the people company 

relies on daily to transform strategy into meaningful work. The horizontal dimension 

involves the business processes that create what the customer most values. Both of 

these dimensions must by in sync - independently and with each other. Once 

alignment is achieved, performance measures and proper management are needed to 

keep it that way (Michael & James, 1993: p.35). The idea of alignment is not new. 

Back in the late 1960s, Paul Lawrence and Jay Lorsch of Harvard Business School 

used the term "integration" to describe the state of collaboration that exists between 

departments/ organizations that are required to achieved unity of effort by the 

demands of the environment (Paul & Jay, 1969: 11 ). Lawrence and Lorsch found that 

integrated organizations performed better in every measurament financial standard 

than did their nonintegrated counterparts. Actually, the term " aligned" has more 

favour over" integrated" because it conveys direction as we11 as internal coherence. 

When alignment is achieved in both dimensions, as demonstrated in Figure 

2.3, a dynamic relationship exists between all four elements. When the four elements 

of alignment are simultaneouslt connected with each other, each element is supported 

and strengthened by the others. 
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Figure 2.3: Full alignment 

Source: Labovitz, G., & Rosansky, V. (1997). The power of alignment: 
How great companies stay centered and accomplish extraordinary 
things: New York: John Wiley and Sons, Inc., p.44. 
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Vertical Alignment 

Vertical aligment is about the rapid deployment of business strategy that is 

manifested in the actions of people at work. When vertical alignment is reached, 

employees bunderstand organization-m wide goals and their role in achieving them. 

Everyone should be able to articulate the broader strategy and how his or her work is 

connected to it. The ultimate proof if vertical alignment is observable in the actions of 

employees. 

Horizontal Alignment 

Vertical alignment alone will not yield sufficient growth and profits. 

Companies that sustain a position of industry leadership must make an absolute 

commitment to their customers. That commitment pervades every aspect of their 
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business and the way they meet customer requirements. Over past decade, companies 

have learned how to improve - - or even reengineer - - the process through which they 

meet or anticipate customer requirements. Because these processes generally cut 

across different functions of the company, they are called "horizontal". One that goes 

beyond process management and links customer requirements with the way of doing 

business. It' snecessary that people work together across varying activities and 

functions, but it is also necessary that they work on the right things. This must be 

determined by customers. Unfortunately, the customer voice is often lost beneath 

other, louder sounds: departmental reorganizations, the budgeting process, and office 

politics. Understanding what customers really want is only half the battle for 

achieving horrizontal alignment. The other half is follow through - - creating and 

delivering what your customers want, when and how they want it! Today it is almost 

unversally understood that this is accomplished through the right business processes. 

The best companies align their processes with customer requirements and then work 

constantly at improving them. Most of the organizations that have stal les in their 

progress toward superior performance have mastered local or departmental processes, 

but not cross- functional processes that lead to customer staisfaction and retention. In 

other words, they have mastered the easier smaller processes, but not the big ones that 

matter most. 

When both dimensions are aligned : vertical and horizontal. Now these must 

be brought ito alignment with each other. Neither a great strategy nor the full 

commitment of managers and employees will have the right result if a company's 

processes for creating and delivering value have targeted the wrong customers - - or 

worse, if they have targeted the right customers with the wrong product. When 
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alignment is achieved in both dimensions, as demonstrated in figure 2.3, a dunamic 

relationship exists between all four elements. When the four elements of alignment 

are simultaneously connected with each other, each element is supported and 

strengthened by the others. The full power of alignment is unleashed, and great things 

happen. The organization has great resilience and agility. It moves and adapts with 

catlike speed. When it hits a wall it can pick itself up and move on. With both the 

vertical and horizontal dimensions aligned, the strategy and people are synchronized 

with customer focus and process capabilities. Consider what would happen if a new 

technology substaintially increased demand for a product or service provided by a 

fully aligned company. As the strategy to meet this need was formulated, market data 

would be analyzed determine the optimal way to meet customer needs. At the same 

time, process capacities would be reviewed and adjusted to ensure that they could 

meet those needs. When the strategy was executed by employees, it would naturally 

bring with it all of the customer and process information that had contributed to its 

formulation. All of the people in the company would help carry out the strategy in 

some way, And each would be linked to the company's customers and processes. 

Bartlett and Ghoshal ( 1998) argue that alignment must be a continuing process 

for companies when they manage across its boundaries. All aspects of the firm's 

organizational structure and management processes must be consistent and 

reinforcing in order to maintain competitiveness, develop flexibility, facilitate 

learning, legitimize diversity, manage complexity, and build commitment. Porter's 

(l 990) contention that a firm's competitive advantage rests on its ability to organize, 

perform, and cooperate discrete activities so that companies add value for customers 

is an argument for alignment. P01ier (1990, p:41) emphrasized that a firm's value 
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chain is an interdependent syatern or network of activities, connected by linkages. As 

firms expand internationally they must realign components of the value chain through 

reconfiguration and cooperation. Cooperation requires sharing information and 

allocation management responsibilities to achive alignment. Reich and Benbasat, 

(I 996); Henderson and Venkatraman, (1993) suggest one of the key factors in 

alignment is the close linkage of functional operations and business strategy. 

Alignment facilitates acquisition and deployment of resources that are congruent with 

the organization's competitive needs rather than maintaining engrained patterns 

developed in the past. Algnrnent requires a sharedunderstanding of organizational 

objectives by functional managers and the need to change functional objectives as 

corporate strategy evolves. 

Flamholtz and Aksehirli (2000) contend that successful companies align six 

essential capacities. These include the ability to develop: (I) viable marketniches; (2) 

product or services for the chosen market niches; (3) resources required to operate the 

firm; ( 4) day- to- day operation; (5) management systems for long-term functioning of 

the organization; and (6) the organizational culture needed to guide the firm. 

Although firms often react quickly to changing external conditions and challenges, the 

results can be disappointing or, in some cases, damaging to the company's overall 

performance if companies do not do so strategically. Fuch et al (2000: p. 118) says 

problems usually arise because the response are not and can not be intergrated into a 

coherent strategy. As noted , central to alignment is a shared understanding of 

organizational objectives by managers across the corporation. Clear consistent 

communications from top- level executives help all employees understand the 

corporate strategy. 
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2.3.1 Purpose 

Every organization has a purpose - - the single most powerful expression of 

what it hopes to accomplish, its instrument for producing growth and profits. Growth 

and profits are the ultimate aim of any business organization, but they are outcomes of 

succeeding with the purpose which is called the " Theory of the business". Every 

successful business has, at its heart, a theory of the business - - an underlying set of 

supporting objectives and a corporate philosophy that gives people a foundation on 

which to operate. Working inside that framework, they' ve got an idea of what 

companies want hem to do - - to prioritize. The organization must has a very clear 

business mission and a business theory which is understood certainly by every 

member of the management team, and probably by 90 percent of the workforce. The 

purpose for the organization as a whole must be a common and unifying concept to 

which every unit can contribute at the same time each department and team must be 

able to see a direct relationship between what it does and this overarching goal. The 

most important is the purpose must be clear, easy to understand, consistent with the 

strategy of the organization, and actionable by every group and individual (Far 

Eastern Economic Review, 1996). 

" The main thing is to keep the main thing, the main thing". The expression 

from Jim Barksdale, the CEO of Netscape, the single scntense captures the greatest 

challenge that managers face today. - - keeping their people and organizations 

centered in the midst of change. There are two aspects to this challenge. The first is to 

ge everyone headed in the same direction with a shared purpose. The second is to 

integrate the resources and systems of the organization to achieve that purpose which 
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is called the main thing. The age of alignmentcan be viewed in term of purpose as: (1) 

Imagine working in an organization where every member, from top management to 

the newly hi.red employees, shares an understanding of the business, its goals and 

purpose. (2) Imagine working in a department where everyone knows how he or she 

contributes to the company's busines strategy. (3) Imagine being on a team whose 

every member can clearly state the needs of the company's customers and how the 

team contributes to satisfying those needs. - - Sound impossible? It's not. The best 

organizations act this way and have accomplished extraordinary things. Other 

oganization can do so by utilizing a new management approach called this approach 

alignment. Alignment is a force. It coalesces and focuses an orgniazation and moves it 

forward. Although they were unknown to each other, they had advantage of knowing 

each of them. The all align their organizations by following the same deceptive;y 

simple steps ( Hammer, 1996): -
• Carefully crafting and articulating the essense of their businesses and 

determining the main thing. 

• Definign a few critical strategic goals and imperatives and deplying 

them throughout their oganizations. 

• Tying performance measures and metrics to those goals. 

• Linking these measures to a system of rewards and recognition. 

• Personally reviewing the performance of their people to ensure the 

goals are met. 
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2.3.2 People 

Organizations have been defined as collections of individuals assigned to 

specialized groups whose activities are integrated in order to pursue a set of purposes 

or objectives. Individual come to the organization with a set of needs and values 

obtained from the home and from membership in other organization, such as schools. 

The needs are the result of various experiences the individual has had in his prior life, 

and his values reflect the socilaization process which has occurred during these prior 

experience. Once the individual enters the world of work, he is again exposed to the 

socializing process, this time in the employeeing organization. The effect on the 

individual of this process depends upon the results of previous socializations and the 

nature and importance of the new groups to him (Peter & Richard, 1971 ). 

It would be easy to think that everything about alignment is for semor 

managers only. On the contrary, the activities and behavior of people at every level 

must be aligned with the main thing ( purpose). Whe this happens, tremendous 

organizational power is created. The energy of the many is focused in a single 

direction. In its absence energy is dissipated; the organization is like an engine whose 

cylinders are not firing at the right time in the prpper sequence. This is why middle 

and lower- level managers need to be as awarw of alignment aas the people at the top. 

The key to the effort's success, and the innovation borne from it, was the sheer 

excitement and focus engendered by getting so many people working simultaneously 

on the same thing. In order to check how well people are aligned in the organization, 

try bto ask the right three questions: What is the strategy of the organization?, what do 

you do? and How does what you do support the strategy?. The finding shows that 
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most people have a good idea of what they do but often don not have a clue about the 

organization's strategy and how their job connects to it. It is easy for employees in big 

companies with functional depaitments to Jose sight of what written in the Far 

Eastern Economic Review, "the theory of the business", or to confuse it with 

preparing financial statements, or creating marketing plans, or writing programs for 

the Management Information Systems (MIS) department, or whatever. Employees 

need to see the larger purpose in their particular jobs and their connection to the main 

thing (purpose). That is why managers at every level - - from top to bottom - - must 

be concerned with alignment. (Far Eastern Economic Review, 1996) 

The ways in which organizations are envisioned and managed seems to have 

fundamentally changed in the last several years. As more attention is focused on the 

corporation of the future, it is clear that organizational priorities now revolve around 

becoming and remaining more flexible. Companies are restructuring in ways that will 

allow them to respond quickly to turbulent times. To become less encumbered, many 

have chosen to invest less in human capital. Increasing the use of contingent work 

forces, reducing the permanent core of employees to a relatively small cadre, and 

downsizing the organization are a few indications that the manner in which firms 

view employees has changed. In a similar vein, shorter tenure with any one firm, the 

increasing popularity of multiple careers, and the revitalization of entrepreneurship 

signal that employees may be viewing organizations differently as well. It is 

management position that visions of reciprocal " human" relationships between 

people and organizations, based on notions of mutual commitment and loyalty, are 

outdated. Continuing to subscribe to them or attempting to recapture them will have 

serious negative consequences for both parties. Though there is value in 
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understanding history, there are costs in assw11ing that what worked well before will 

work well again, if only can find a way to recreate the past. As the discussion about 

the organization of the future unfolds, it needs to include an acknowledgement those 

employees and organizations can no longer be connected to each other as they once 

were. The relationship of people and organizations has been a subject of writing and 

study for about I 00 years. In the early twentieth century, the relationship was openly 

acknowledged to be utilitarian. The company's goal was to secure maximum work 

efficiency and profits; the worker's goal was to receive maximum financial 

reimbursement. Employees began to assume that, at least in past, the role of an 

organization was to take care of those it employed. In return, employees were to be 

trustworthy and reliable workers, placing corporate interests above personal ones 

when necessary ( Kunda, 1992). 

2.3.3 Processes 

There is no generally accepted definition of a business process. Rather, there 

are a plethora of intuitive process and process- equivalent definitions, depending on 

the persective taken when viewing organizations. For this report, the inpretation of a 

processes as " ... a specific ordering of work activities across time and place, with a 

beginning, an end, and clearly identifies inputs ad outputs: a structure for action" 

( Davenport, 1993: p.5). Organizational processes are only as good as the people who 

carry them out. The best conceived programs are unlikely to succeed if the people 

designing and executing the are incapable or unmotivated (Lado & Wilson, 1994). 
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What is a process? The conventional response might be that a proces is " a 

series of actions, changes or functions that bring about an end or result" (American 

Heritage, 1978). This definition is useful but incomplete for the purpose of systematic 

improvement. Wesner, Hiatt, and Trimble (1994) offer another definition that is 

more suitable for business: " Process is defined as one or more tasks that transform a 

set of inputs into a specified set of outputs (goods and services) for another person 

(customer) or process via a combination of people, prcedures, and tools. 

Melan (1993) contributs to this defintion by starting that a process must 

provide an putput of greater value that the inputs by means of one or more 

transformations. By integrating Mel an' s contribution with Wecner, Hiatt, and 

Trimble's defintion, a more robust explanation is established: 

Process: One or more tasks that add value by transforming a 
set of inputs tnto a specified set of outputs (goods or services) for 
another person (customer) by a combination of people, methods, 
and tools. 

Having defined processes, the next is to understand where to find them and 

where to draw their boundaries in the organization. Everyone who produces a product 

or provides a service obviously uses a processes by which inputs are transformed into 

outputs. Sometimes, as in professional services practiced by attorneys or accountants 

the processes are invisible, since they may have never been documented. Regarless of 

the level of process visibility, in every case in which an output has been generated a 

process or series of processes was employed to produce that product or to deliver that 

service. Processes havse historically been identified by their association with 

functions or department, and one technique to identify processes is to first identify the 
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functions that exist within an organization. Therefore, processes are well known and 

clearly bounded that the group performing the work tasks on the name of the process. 

In finance, for example, groups are commonly named after processes, such as 

accounts payable, account receivable, invoicing, payroll, and credit ( Harrington, 

1991: I 0-13). 

Geary A. Rummler and Alen P. Brache, in their excellent book entitled 

"Improving Performance: How to Manage the White Space on the Organization Chart 

have found that the process level to be the least understood and least managed level of 

business enterprise performance. Processes are rolling along (or, frequently, 

stumbling along) in organizations, whether we attend to them or not. There are two 

choices - - we can ignore processes and hope that they do what we wish, or we can 

understand them and manage them. A business process is a series of steps designed to 

produce a product or service. Some processes may be contained wholly within a 

function. However, most processes are cross- funtional, spanning the 'white space' 

between the boxes on the organization chart. Some processes result in a product or 

service that is received by an organization's external customer which is also called 

processes. Other processes - - products or services that are visable to the external 

customer but essential to the effective management of the business, includes actions 

managers should take to support the business processes. Management processes 

include goal setting, day- to- day planning, performance feedback, rewards, and 

resource allocation (Rummler & Alan, 1990). 
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Are business processes a new phenomena? Clearly not, the word process is an 

integral part of our language. The terms management processes and production 

process have long been common place in many sectors of the economy. The 

dictionary definition (Collins, 1986) of the woed is captured in a number of different 

meanings, including (a) a series of actions or proceedings used in making, 

manufacturing, or achieving something, (b) Progress, course, ( c) A natural or 

in.voluntary operation or series of changes. Described in this simple way processes 

have been an integral part of all enterprises and esssentially describe the way any 

endeavour is successfully completes. We can see processes in the historical context of 

organizations being the series of activities which were carried out to achieve goals of 

making, moving or caretaking. When enterprises were small a group of individuals 

were the people who were essentially involved in all activities or were in close 

proximity to each other. As enterprise grew they started to assume the organizational 

structure commonplace for most of this century in which the individual activities 

necessaary to make products or to move things remained mainly the same. However, 

scale and size increased and philosophy of Scientific Management (Taylor, 1967) 

drove the division of work into separate entities each devoted to making part of the 

product and providing the administratiove surround. Each part of the divided 

enterprise continued to operate a process but more within its own boundaries which 

often by choice became isolated from the external environment (Thompson, 1967). 

Over a period of time the functional hierarchical structures of organizations arose, 

each with its own rituals, language, skills, and separate aspirations which affected the 

way in which processes were conceived, operated, controlled and developed. 
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There are certain behavioral processes give life to an organizational structure. 

The model includes two behavioral processes that contribute to effective 

organizational performance: communication, and decision making. For 

communication, organizational servival is related to management's ability to receive, 

transmit, and act on information. The communication process links the organization to 

its environment as well as to its parts. Information flows to and from the organization 

and within the organization. Another one is decision making, the quality of decision 

making in an organization depends on selecting proper goals and identifying means 

for achieving them. With good integration of behavioral and structural factors, 

management can increase the probability that high- quality decision are made. Since 

managerial decision affect people's lives and well- being, ethics play a major role 

(Quinn, Sue, Michael & Michael, 1996). Ethic suggest that managers when faced with 

a problem, situation, or opportunity requiring a choice among several alternatives, 

must evaluate their decision on what course to follow as good or bad, right or wrong, 

ethical or unethical. Managerial decision making is permeated by ethical isues. 

Managers have power and authority and when these factors exist there is potential for 

wrong and right, good and evil. A few indications that managerial decisions are linked 

to ethics are 1) Managers make decision that affect the lives, careers, and well- being 

of people. 2) Managers make decisions involving the allocation of limited resources 

(Risher & Charles, 1995). 

The concept of managerial work that developed is brought into perspective 

and focus on behavior of individual and groups in organizations. To cordinate 

behavior and to satisfy evaluators, managers engage in activities intended to plan, 

organize, lead, and control behavior. Major factors in determining individual and 
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group behavior are task and authority relationships (Gregory, 1983: pp 97-107). 

Therefore, managers must design organizatonal structures and processes to facilitate 

communication among employees. However, as will become obvious, organizations 

and people are not simple. Managing culturally diverse people in organizations to 

achieve meaningful goals and purposes of individual, group, and organization is 

challenging, rewarding, and frustrating (Frank & Don, 1982). 

1 
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Summary 

This chapter has gathered the essential relevant literature addressed on the 

importance the relationship between communication sharing, cooperation and 

organizational alignment . For example: what is organization communication? What 

are the different types of communication in organizations? What is the sharing of 

companies communication? How companies shared resources and expertise as 

interdependent companies? and How important of organizatonal alignment has 

towards Parent and Subsidiary companies?. 

There are factors which found related and supported organizational alignment 

, there are three aspects under communication sharing: policy, policy implementation, 

and information on company updates; there are 2 under cooperation: use of resources 

and expertise; the last one under organizational alignment are purpose, people, and 

processes which will be used to create the conceptual framework for this study. 
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Conceptual Framework 

The conceptual framework shows the relationship of the communication 

sharing, cooperation and organizational alignment of the Parent and Subsidiary 

Companies in Bangkok. The literature review shows the relationship of the mentioned 

variables. The conceptual framework shows the close relationship of the 

communication sharing and the cooperation toward the organization alignment. 

The conceptual framework, there are three mam variables, namely 

Communication Sharing, Cooperation and Organizational Alignment. This framework 

shows the relationship among Communication Sharing in terms of Policy, Policy 

Implementation and Information on company updates with Cooperation in terms of 

Use of Resources and Expertise and Organizational Alignment in terms of Purpose, 

People, and Processes of both Parent and Subsidiary Companies. The diagram ( figure 

2.4) shown the whole picture of the study illustrated as follows: 
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Figure 2.4: CONCEPTUAL FRAMEWORK 

Communication Sharing 

Policy 
Policy Implementation 
Information on Company Update 

Cooperation 

Use of Resources 
Expertise 
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CHAPTER3 

RESEARCH METHODOLOGY 

This chapter presents the kind of research design and methodology applied, 

the target respondent, sample procedure to be applied, the research instrument, 

questionnaires, data gathering procedures, and data analysis. 

Research Design 

The research design aim to collect the ideas or opinions of The Parent and 

Subsidiary Companies's employees concerning their perception in term of 

organizational alignment consisting of policy, policy implementation, information on 

companies updates, use of resources, expertise, purpose, people and processes. Then 

after that researcher rank the score and scale and find out the significant relationship 

of these variables following the Hypothesis testing regarding of problems in Chapter 

1. Making use of the descriptive research method by using questionnaire established 

by the researcher to collect the data in order to determine in the quantitative terms. 

Descriptive statistic aims to describe and summarize the data that have collected by 

the survey. The scale obtained in the survey was treated and used in cross-tabulation 

to indicate the relationship between Part I and Pait II of the questionnaire. 
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Population 

Respondent of the study is the population of full-time employees from both 

Parent and Subsidiary Companies who have been working for both companies at least 

l year, from the Parent Company; ninety (90) target respondents will be involved. 

There are: the executive office 5, project development 20, business development and 

acquisition 6, central operation 42, legal 8, research office 4, and 5 in marketing. For 

the Subsidiary Company, there will be forty (40) target respondents. There are: 

management 5, web production I 0, account executive 15, administration 6, and 

accounting 4 . Those from the Parent Company are working at a public real estate 

organization and those from the Subsidiary Company working in a real estate web 

portal. Both companies are located in Bangkok, Thailand. 

-Table 3.1: List of The Respondent 

, < To~~f ; ' ~, !t ,/· . ;R~sp~~?e~~s 
':;· 

Ropiilatio~t,,. : .. :: · · 
}.:.;: ;,x: 

90 100% 

Executive office 5 
Project development 20 
Business development & 
Acquisition 6 
Central operation 42 
Legal 8 
Research office 4 
Marketing. 5 

The Subsidiary Company 40 40 100% 

Management 5 
Web production 10 
Account executive 15 
Administration 6 
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Accounting 4 

100% 
•. •\'·':. . . 

_ ...... 

Research Instrument 

The instruments used to gather data were: I) Questionnaire which was 

designed by the researcher. The questionnaire for the study were translated in Thai 

since all the respondents are Thai to facilitate a better understanding f-or those in 

answering the questions and to minimize misinterpretation. The English version also 

provided upon request of the respondent. 2) Checklist was being used to gain access 

to documents, needed for the study like organization chart, and company policies. 

-
The questionnaire were divided into two sections. The first section aimed to 

gain the information regarding demographic file of the respondents in both Parent and 

Subsidiary Companies. The second section was designed to gather data on 

communication sharing, cooperation and organizational alignment. Jn order to ensure 

the reliability of the answer the open-ened questions are designed to gather the 

respondent's opinions regarding to all six aspects in this study. 

In obtaining the most reliable result of this survey and convenient for 

respondents to answer the questionnaire, five point Likert Scale is used for setting 

question in Part 2 shown as follow: 

70 



The Five Scale: 5 Strongly Agree 

4 = Agree 

3 = Undecided 

2 = Disagree 

Strongly Disagree 

Table 3.2: The Questionnaire Allocation 

-Question Type of Question . 

-Policy {)__ 

-Policy Implementation 1.2 

-Information on Company Updates 1.3 

2. Cooperation Likert Scales 

-Use of Resources 2.1 

-Expertise 2.2 

3. Organizational Alignment Likert Scales 

- Purpose 

- People 

- Processes 3.3 
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Instrumentation 

• Reliability Test 

Questionnaires with the proposed set of attributes was drafted and reviewed by 

the advisor, the field research to determine the quality and reliability of the 

questionnaires to achieve the stated objective of this research. To measure reliability 

of the questionnaire, data are calculated by SPSS reliability test's using coefficient 

alpha, which is most widely used and most suitable for rating scale questionnaire. For 

this research, the number of 20 non-respondents has been tested with the number of 

58 items. The outcome has exhibited relatively high alpha value and falling wlthin the 

acceptable value. The alpha value is 0.8697 due to the reliability analysis, it indicated 

that alpha coefficient's scale was near I .00, meant that the reliability analysis of the 

variables are internally related, the questionnaire was good and reliable 

(shown in table ) 

Table 3.3: Reliability Test Table 
!l\ 

Number of cases Number of items 
... 

Alpha value 

20.0 58 0.8697 

Experts from ABAC and SASIN, Chulalongkorn University reviewed the 

questionnaire. At least 2 of them are proficient in both Thai and English. The 

questionnaire was also pre- tested in order to check the reliability and validity. This 

was pilot tested with a group of twenty (20) who are non-respondents. The 
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questionnaires were distributed randomly. The researcher observed the respondent's 

both verbal and non-verbal messages while answering the questionnaires. The results 

of the measurement used to prove whether the questionnaire is reliable enough in 

content and construction for the conduct of the actual research. 

Table 3.4: Operationalization Table 

. .. J2µ~~ti9p.· ...•• 
: \~: . '. ' .. ", ' ' ' ' . . .. . : . . - .· 

:·.· .·::::it:·_.:-:.·:,,-:_.: ... 

· .· ' N~. 

2 
Demographic Profile 3 

I Demo ra hie Profile 4 

Gender 
A e 

Education 
Attainment 

---< 

Year of Work 
·~+-~~~~~~~~~~~~~~~--1-~~~~r--~~~~~~~--1 

I Demoo..-a hie Profile 5 
II Ha 1: There is a relationship between 1-5 

communication sharing and cooperation 

II 

JI 

II 

II 

11 

of Parent and Subsidiary Companies. 

Ha I : There is a relationship between 
communication sharing and cooperation 
of Parent and Subsidiary Companies. 

Ha 1: There is a relationship between 
communication sharing and cooperation 
of Parent and Subsidiary Companies. 

Hal: There is a relationship between 
communication sharing and cooperation 
of Parent and Subsidiary Companies. 

Hal: There is a relationship between 
communication sharing and cooperation 
of the Parent and the Subsidiary 
Companies. 

Ha 2: There is a significant relationship 
between communication sharing in terms 
of policy, policy implementation and 
information on company updates, and 
or anizational ali nment in terms of 
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6-10 

11-15 

16-20 

21-25 

1-5 

Policy 
Implementation 

Information on 
Company Updates 

Use of Resources 

Expertise 

Policy 



II 

II 

II 

II 

purpose, people and processes. 

Ha 2: There is a significant relationship 
between communication sharing in terms 
of policy, policy implementation and 
information on company updates, and 
organizational alignment in terms of 
purpose, people and processes. 

Ha 2: There is a significant relationship 
between communication sharing in terms 
of policy, policy implementation and 
information on company updates, and 
organizational alignment in terms of 
purpose, people and processes. 

Ha 2: There is a significant relationship 
between communication sharing in terms 
of policy, policy implementation and 
information on company updates, and 
organizational alignment m terms of 
purpose, people and processes. 

Ha 2: There is a significant relationship 
between communication sharing in terms 
of policy, policy implementation and 
information on company updates, and 
organizational alignment m terms of 
purpose, people and processes. 

6-10 Policy 
Implementation 

11-15 Information on 
Company Updates 

26-30 Purpose 

31-35 People 

II Ha 2: There is a significant relationship 36-40 Processes 
between communication sharing in terms 

of policy, policy implementation and f;.,<t>'lbt:, ~ 
information on company updates, and 
organizational alignment m terms of 
purpose, people and processes. 

II Ha 3: There is a significant relationship 16-20 Use of Resources 
between cooperation in terms of use of 
resources and expertise, and 
organizational alignment in terms of 
purpose, people and processes. 

II Ha 3: There is a significant relationship 21-25 Expertise. 
between cooperation in terms of use of 
resources and expertise, and 
organizational alignment 111 terms of 
purpose, people and processes. 
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II Ha 3: There is a significant relationship 26-30 Purpose 
between cooperation in terms of use of 
resources and expe1iise, and 
organizational alignment 111 terms of 
ur ose, eo le and recesses. 

II Ha 3: There is a significant relationship 31-35 People 
between cooperation in terms of use of 
resources and expertise, and 
organizational alignment m terms of 
purpose, people and processes. 

II Ha 3: There is a significant relationship 36-40 Processes 
between cooperation in terms of use of 
resources and expertise, and 
organizational alignment 111 terms of 
purpose, people and processes. 

Data- Gathering Techniques 

Data gathering process for this study, researcher applied through (1) The 

questionnaire, which was writ.ten in both Thai and English versions and distributed to 

the target respondents both the Parent and it's Subsidiary Companies. Besides, 

researcher also used (2) Archival sources from the company, textbooks, journals, 

magazines, newspaper and Internet for data gathering. (3) As researcher is being a 

part of the Parent Company as well as used to work for the Subsidiary Company, 

observation will be beneficially applied in order to support the gathering process. ( 4) 

Informal interview had been done. These can support researcher to ga in the insightful 

information from spontaneous conversation with the colleagues. 
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Data Gathering Procedure 

The researcher had been worked for the selected subsidiary for 2 years and 

currently working for the Parent Company. Then, the critical areas concerned with 

communication sharing, cooperation and organizational alignment will be considered 

important for researcher to pursue further study in order to gain the insight 

information to improve or guidance for better organizational performance. The first 

step, the researcher had consulted with Human Resources Manager on how to go 

about the distribution of questionnaires. Then, the researcher asked for permission to 

gain office stafrs cooperation to complete the questionnaire. 

The questionnaire distribution and collection process was the researcher's 

responsibility. At the first part of the questionnaire, there was a short introduction 

about the objectives of the study. The respondent from both companies was 

individually asked for cooperation in completing the questionnaire during May to 

June 2002. The respondents had a request to return the completed questionnaire to the 

researcher before the mid of July 2002. 

Data Analysis 

After the questionnaire had been collected, it was the step to prepare the data 

analysis through the statistic formula. From the mentioned information, after the data 

has been collected, each part of data will be encoded and processes by the Statistical 

Package for Social Sciences (SPSS) 11.0 program was being used in making 

calculating formula in terms of frequency, distributions, and means in order to bring 
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the finding data as the analysis part. To analyze data, the researcher used the 

Descriptive Statistic to be applied to analyze the Demographic data and Chi- Square 

was going to be used to identify the relationship of Communication Sharing, 

Organizational Alignment and Cooperation between the Parent and the Subsidiary 

Companies. 

The Chi-square (X2
) test allows the researcher to test for significance in the 

analysis of frequency distribution. Chi-Square distribution is a statistical distribution 

that can be used to test if an observed series of values differs significantly from their 

expected values (Vinai, 1988: 128). 

X2 
""' ~ ( 0 - E) 2 

E 

(or) 

0 = Observed frequency 
E= Expected frequency 

N= Total number of observation 

Thus, categorical data in variables such as sex, or educational attainment may 

be statistically analyzed. The logic inherent in the (X2
) test allows the researcher to 

compare the observed fi-equencies ( Oi) with the expected frequencies (Ei) based on 

the theoretical ideas about the population distribution or the presupposed proportions. 

In other words, this technique tests whether the data come from a certain probability 

distribution. It tests the "goodness of fit" of the observed distribution with the 

expected distribution. 
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CHAPTER4 

RESEARCH FINDING AND ANALYSIS 

4.1 Finding and Analysis 

To serve the objective of the research, 130 sets of questionnaire were 

distributed to managing staffs, employees who have been working for both Parent and 

Subsidiary Companies more than one year. The questionnaire was re-checked by an 

expert before distributed in order to have the best retain the meaning of both Thai and 

English versions questionnaire. The 130 sets of questionnaire had been launched, 

separated into 90 sets of Parent Company and 40 sets of Subsidiary Company. The 

expected return rate was I 00% percent and found out zero missing value from both 

Companies. 

The total 130 sets of questionnaires, all 130 sets were returned to the 

researcher after the survey. From the total questionnaires received, there are none 

invalid questionnaires. There are some comments from respondents on the· lengthiness 

of the questionnaires made respondents tried of answering rear part questions. As 

such of the total 130 questionnaires received, the 130 sets were counted as valid for 

analysis, which equal to the population size. 
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Demographic Profiles of the Respondents 

This section was focused on the demographic profile of 130 respondents in 

terms of Gender, Age, Educational Attainment, Length of work, and facilities 

received from Companies, therefore, the use of descriptive statistics is an efficient 

means of summarizing the characteristics of large set of data, which can be presented 

in frequency and percentages. The analysis is segmented as follows: 

Table 4.1.1: Distribution of Respondents by Gender 

Gender Frequency Percentage 

.... Female · P= 47 60 
S= 3l ..... s '. 

Total 78 
Male P= 43 40 -S= 9 ~ 

Total 52 
Total 130 100 

As shown on table 4.1. 1, it was indicated that from both Parent and Subsidiary 

Companies that 78 respondents a significant majority are female, representing 60% 

and 52 respondents are male which was represented 40%. 
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Table 4.1.2: Distribution of Respondents by Age 

Age (years) Frequency Percent age 

Below 25 P= 10 16.2 
S= 11 

Total 21 
26~30 

. 

P=27 33.1 ., . . . 
. · :' S=16 

Total 43 
31-35 P= 31 30 

S= 8 

Total 39 
36-40 P= 10 1 J.5 

S= 5 I,?' 
~ 

~ Total 15 
41 -50 P= 12 9.2 

S= 0 

Total 12 
50 and above - - -

Total 130 100 

~'I 

From table 4.1 .2, it was shown that the majority age range of the respondents 

were between 26-30 years old represented 33. l %, followed by between 31-35 years 

old accounted by 30% and the age below 25 years old represented by 16.2% 

respectively, while the minority age of the respondents between 36-40 years old was 

accounted by 11.5% and only 9.2% were 41-50 years old and there is no the age 

above 50 years old. As of the result, it was indicated that the middle age employees 

were the majority age range who have been working in both Companies for more than 

one year with 90.8% are less than 40 years old. Most of them are young people. 
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Table 4.1.3: Distribution of Respondents by Educational Attainment 

Education 

Under diploma 

Master Degree 

PhD. Degree 

Total 

Frequency 

P= 3 
S=4 

Total 7 

P= 23 
S= 5 

Total 28 

130 

Percent age 

5.4 

21.5 

100 

Table 4.1.3 has reported that 95 respondents or 73.1 % obta ined Bachelor 

degree, with 28 respondents or 21.5% received Master degree, whereas seven 

respondents obtained under diploma degree. 1t indicated that more than half of 

respondents from Both Parent and Subsidiary Companies received high level of 

education background in Bachelor's or Master Degree, which will be advantageous to 

develop the knowledge and skills for the employees. 
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Table 4.1.4: Distribution of Respondents by Working Experience 

-
Working year(s) Frequency Percentage 

1-2 P=28 39.2 
S=23 

'. 
'. 

Total 51 
3-4 P= 8 9.2 

S=4 

Total 12 
5-6 P=26 26.2 

S= 8 

Total 34 
7-8 P= 18 16.9 

S=4 

Total 22 
More than 9 P= 10 8.5 

S= 1 

Total 11 
Total 130 100 

Table 4.1.4 summarized that 51 respondents or 39.2 % are the employees who 

have been working in the company for 1-2 years, followed by 5-6 years at 26.2 % and 

7-8 years at 16.9%. The groups of 3-4 years and more than nine years are at 9.2% and 

8.5% respectively. This indicated that both Companies have majority in working 

experience not more than two years due to the project expansion in last few years, the 

Companies recruited a lot of new employees while 51.6% served between 5-9 years of 

experience indicated most of employees have high loyalty for Companies. 

For facilities the respondents received from Parent and Subsidiary Companies 

revealed that the highest score was 80 % of respondents have utilized meeting rooms, 

about 68.5% have used the fitness center. For financial support, most respondents are 
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not interested in applying for this kind of support due to complicated rules and pay 

back conditions while pool car, Intranet, and upcountry resort accommodation more 

than half of the respondents were exposed to such a mentioned services. For 3.8% of 

others opinions, they indicated they received additional medical support from the 

Companies as well. In addition, respondents of both Companies had good attitude 

toward facilities offered such as, meeting room, pool car, fitness center, Intranet, and 

upcountry resort accommodation. Most of the respondents added they would like to 

have more equal access to Companies facilities in order to facilitate their works. 

As mentioned, likert scale was used in five- point category continuum of 

strongly agreement to strongly disagreement. To interpret the answer, the response " 

strongly agree" indicates maximum perception and "strongly disagree" indicated 

minimum perception. Five rating scales were assigned as shown below: 

Strongly agree rating scale 4.50-5.00 

Agree rating scale 3.50-4.49 

Neutral rating scale 2.50-3.49 

Disagree rating scale 1.50-2.49 

Strongly Disagree rating scale 1.00-1 .49 

A mean score used to determine the degree of perception on Communication 

sharing, cooperation, and organizational alignment of Parent and Subsidiary 

Companies. 
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4.2 The relationship between Communication Sharing and Cooperation 

To determine the following relationship, the statistical technique used is called 

Chi-Square. The following hypotheses were tested: 

Ha l: There is a significant relationship between communication sharing 
and cooperation of the Parent and the Subsidiary Companies 

Table 4.2. l showed that the significant values was less than 0.05 in Parent and 

Subsidiary Company, according to the correlation is significant at 0.05 level, X2 value 

is 0.012. It means that there is rejected the null hypotheses, there is relationship 

between communication sharing and cooperation of the Parent and the Subsidiary 

Companies 

Table 4.2.l Correlation between Communication Sharing and Cooperation for 
Parent and Subsidiary Companies 

Company Value df Asymp. Sig. (2-sided) 

Parent Pearson Chi- 137.079 6 .000 
Square 

Subsidiary Pearson Chi
Square 

8.865 

* Correlation is significant at 0.05. 

2 

Mean Rating 

3.5 I Agree 

3.33 Undecied 

From table 4.2.1 showed that there is a significant relationship between 

communication sharing and cooperation for Parent and Subsidiary Companies. The 

Parent Company had favorable on "Agree rating which mean is 3.51" while 

Subsidiary Company had undecided response "Neutral rating which mean is 3.33". 
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Table 4.2.2 Correlation between Policy and Use of Resources 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 24.025 6 .001 3.60 Agree 
Chi-Square 

Subsidiary Pearson 9.129 6 .166 3.47 Undecided 
Chi-Square 

* Correlation is significant at 0.05. 

Table from 4.2.2 showed that most population in Parent Company responded 

agree rating on policy (business policy and management policy) has relationship with 

the use/ sharing of resources (facility) with its Subsidiary, while a large group in 

Subsidiary Company responded to neutral rating For Subsidiary Company think that 

they sometime do not receive proper defined policy for benefits of provided facilities 

from Parent Company. 

-Table 4.2.3 Correlation between Policy and Expertise 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 24.177 9 .004 3.68 Agree 
hi-Square 

Subsidiary Pearson 5.864 4 .210 3.42 Undecided 
Chi-Square 

* Correlation is significant at 0.05. 

Form table 4.2.3 showed that most of respondents in Parent Company 

responded agree rating on policy (business policy and management policy) has 

relationship with sharing expertise and know-how with its Subsidiary, while the 

largest group of respondents in Subsidiary responded neutral rating. For Subsidiary 
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Company rated that they sometime do not receive enough support and assistance from 

Parent Company as mentioned in policy. 

Table 4.2.4 Correlation between Policy Implementation and Use of Resources 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 3.903 4 .419 3.61 Agree 
Chi-Square 

Subsidiary Pearson 3.736 3 .291 3.31 Undecided 
Chi-Square 

*Correlation is significant at 0.05. 

From table 4.2.4 showed the majority of respondents in Parent Company 

responded agree rating on policy implementation (procedures and in practice) has 

relationship with use/ sharing of resources (facility) in Subsidiary Company. While 

Subsidiary Company responded neutral rating. It means Subsidiary Comapany have 

some difficulty in term of using Parent Company's facilities in carrying out their daily 

works. 

Table 4.2.5 Correlation between Policy Implementation and Expertise 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 9.615 6 .142 3.60 Agree 
Chi-Square 

Subsidiar Pearson 2.693 2 .260 3.26 Undecided 
y Chi-Square 

*Correlation is significant at 0.05. 

From table 4.2.5 showed that majority of respondents in Parent Company 

responded agree rating on policy implementation (procedures and in practice) has 
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relationship with sharing expertise and know-how with Subsidiary Company. While 

Subsidiary Company think they are quite not encouraged to share skill s/ ideas from 

Parent Company. 

Table 4.2.6 Correlation between Information on Company Update and Use of 
Resources. 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 12.630 6 .049 3.64 Agree 
Square 

Subsidiar Pearson Chi- 36.410 6 .000 3.52 Agree 
y Square 

\ r~, -"" Ji ")~.o~ 
*Correlation is significant at 0.05. \.J ._. Li ~'.f:-

From table 4.2.6 showed that the majority of respondents in Parent and 

Subsidiary Companies expressed agree rating which means there is relationship 

between information on company update (communication channel and accessibility) 

and use/ sharing of resources (facility) with each other. There is a relationship 

between information on company update and use of resources means both Companies 

satisfied with the accessibility on communication channels for updating news and 

happening in both Companies. 

Table 4.2.7 Correlation between Information on Company Update and Expertise 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 8.873 9 .449 3.62 Agree 
Square 

Subsidiary Pearson Chi- 4.252 4 .373 3.21 Undecided 
Square 

* Correlation is s ignificant at 0.05. 
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From table 4.2.7 showed that most of population m Parent Company 

responded agree rating which means they think there is a relationship between 

information on company update (communication channel and accessibility) and 

sharing expertise and knowhow, while Subsidiary Company think that they sometime 

do not receive proper channels in conveying the information from Parent Company on 

sharing knowledge. 

4.3 The relationship between Communication Sharing and Organizational 

Alignment 

To detennine the following relationship, the statistical technique used is called 

Chi-Square. The following hypotheses will be tested: 

Ha 2: There is a significant relationship between communication sharing 
in terms of policy, policy implementation and information on 
company updates, and organizational alignment in terms of 
purpose, people and processes for Parent and Subsidiary 

Companies 

From table 4.3. l showed the significant values was less than 0.05 in Parent 

and Subsidiary Companies, according to the correlation is significant at 0.05 level, X2 

value is 0.04. It means that there is rejected the null hypotheses, there is relationship 

between communication sharing in terms of policy, policy implementation and 

information on company updates, and organizational alignment in terms of purpose, 

people and processes for Parent and Subsidiary Companies. 
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Table 4.3.1 Correlation between Communication Sharing and Organizational 
Alignment for Parent and Subsidiary Companies 

Company Value df Asymp. Sig. (2-sided) Mean Rating 

Parent Pearson 34.869 6 .000 3.71 Agree 
Chi-Square 

Subsidiary Pearson 13 .309 3 .004 3.50 Agree 
Chi-Square 

* Correlation is significant at 0.05. 

The results from the table indicates the majority of respondents in Parent 

Company had favorable response "Agree rating which mean is 3. 71" while also in 

Subsidiary Company had favorable response "Agree rating which 3.50" thus, rejected 

the null hypotheses i.e. There is a significant relationship between communication 

sharing in terms of policy, po.licy implementation and information on company 

updates, and organizational alignment in terms of purpose, people and processes for 

Parent and Subsidiary Companies. 

Table 4.3.2 Correlation between Policy and Purpose 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 25.055 6 .000 ~ 3.72 Agree 
Chi-Square .. ~ 

Subsidiary Pearson 6.052 6 .417 3.56 Agree 
Chi-Square 

* Correlation is signi ficant at 0.05. 

From table 4.3.2 showed that most of respondents in both Parent and 

Subsidiary Companies responded agree rating means they perceived there is a 

relationship between policy (business policy and management policy) and purpose 

(clear company purpose and attainment) for its subsidiary. It can be indicated 

Subsidiary's policies support to Parent Company's purpose and vice versa. 
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Table 4.3.3 Correlation between Policy and People 

·-
Company Value df Asymp. Sig. (2- Mean Rating 

sided) 

Parent Pearson Chi- 43.531 9 .000 3.56 Agree 
Square 

Subsidiary Pearson Chi- I 5.530 6 .017 3.52 Agree 
Square 

* Correlation is significant at 0.05. 

From table 4.3.3 showed that most respondents of Parent Company and 

Subsidiary Company responded in agree rating means there is relationship between 

policy (business policy and management policy) and people (employee and working 

team) for both Companies. It can be indicated that employees of both Companies 

know and understand Companies's policies very well. 

Table 4.3.4 Correlation between Policy and Processes 

Company Value df Asymp. Sig. (2- Mean Rating 
sided 

Parent Pearson 18.976 6 .004 3.77 Agree 
Chi-S uare 

Subsidiary Pearson 15.630 6 .016 3.56 Agree 
Chi-S uare 

* Correlation is significant at 0.05. 

From table 4.3 .4 showed that the high level of respondents in Parent and 

Subsidiary Companies responded in high rating of agree level means there is 

relationship between policy (business policy and management policy) and processes 

(work process and management process) of both Companies. This means both 

Companies agreed that processes have contributed to achieve Companies's policies. 
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Table 4.3.S Correlation between Policy Implementation and Purpose 

Company Value df Asymp. Sig. (2-sided) Mean Rating 

Parent Pearson Chi- 19.901 4 .001 3.72 Agree 
Square 

Subsidiar Pearson Chi- 3.483 3 .323 3.50 Agree 
y Square 

* Correlation is significant at 0.05. 

From table 4.3.5 showed that most of respondents in Parent and Subsidiary 

Companies responded agree rating means there is a relationship between policy 

implementation (procedures and in practice) and purpose (clear company purpose and 

attainment), thus, Subsidairy Company sees its purposes are in line with Parent 

Company's in practice. 

Table 4.3.6 Correlation between Policy Implementation and People 

Company Value df Asymp. Sig. (2-sided) Mean Rating 

Parent Pearson 15.162 6 .019 3.56 Agree 
Chi-Square 

Subsidiary Pearson 8.598 3 .035 3.50 Agree 
Chi-Square 

'---~~---'~--~~--'-~~--'~----'-~~~~~~-~--'~~~--'-~~~~--' 

* Correlation is significant at 0.05. 

From table 4.3.6 showed that the majority of repondents m Parent and 

Subsidiary Companies responded agree rating which means there is relationship 

between policy implementation (procedures and in practice) and people (employee 

and working team) for both Companies. Therefore, both Companies strictly followed 

their Companies' s policies. 
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Table 4.3.7 Correlation between Policy Implementation and Processes 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 19.90 I 4 .066 3.78 Agree 
Square 

Subsidiary Pearson Chi- 3.483 3 .042 3.50 Agree 
Square 

* Correlation is significant at 0.05. 

From table 4.3.7 showed that most of respondents in Parent and Subsidiary 

Companies responded agree rating, which means Subsidiary Company, is concerned 

in conforming to the policy procedures given from Parent Company esp. ISO practice. 

Table 4.3.8 Correlation between Information on Company Update and Purpose 

Company - Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 13.929 6 .030 3.75 Agree 
Chi-Square 

Subsidiary Pearson 6.525 6 .367 3.50 Agree 
Chi-Square 

*Correlation is significant at 0.05. 

From table 4.3.8 showed that in Parent and Subsidairy Companies have 

favourable in agree rating in information on company update (communication channel 

and accessibility) and purpose (clear company purpose and attainment) while most of 

respondents in both Companies think the Parent Company uses proper channels in 

conveying the information on Company's purposes. 
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Table 4.3.9 Correlation between Information on Company Update and People 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 36.286 9 .000 3.60 Agree 
2hi-Square 

Subsidiary Pearson 16.371 6 .012 3.51 Agree 
Chi-Square 

* Correlation is significant at 0.05. 

From table 4.3.9 showed that most of respondents in Parent and Subsidiary 

Companies agreed that there is relationship between information on company update 

(communication channel and accessibility) and people (employee and working team) 

for both Compan ies as stated " I am provided with useful information on what 

company cares about ". 

Table 4.3.10 Correlation between Information on Company Update and 
Processes 

Company Value df Asymp. Sig. (2- Mean 
sided) 

Parent Pearson 24.454 6 .000 3.81 
hi-Square 

Rating 

Agree 

Subsidiary Pearson 9.804 6 .133 3.45 Undecided 
Chi-Square 

*Correlation is significant at 0.05. 

From table 4.3.10 showed that the majority ofrespondents in Parent Company 

responded more favorable on agree rating, thus, there is relationship between 

information on company update (communication channel and accessibility) and 

processes (work process and management process) with its subsidiary while 

Subsidiary Company mostly responded neutral. This can be described Subsidiary 
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Company rated that their work processes or Parent work processes do not have 

properly communicated to each other. 

4.4 The relationship between Cooperation and Organizational Alignment 

To determine the following relationship, the statistical technique used is called 

Chi-Square. The following hypotheses will be tested: 

Ha 3: There is a significant relationship between cooperation in terms of 
use of resources and expertise, and organizational alignment in 
terms of purpose, people and processes for Parent and Subsidiary 
Companies. 

The result from the test shows the significant values of higher that 0.05 in 

Subsidiary Company, according to the correlation is significant at 0.05 level, X2 value 

is 0.14 7. lt means that there is no rejected the null hypotheses, there is no significant 

relationship between cooperation in terms of in terms of use of resources and 

expertise, and organizational alignment in terms of purpose, people and processes for 

Parent and Subsidiary Companies. 

Table 4.4.l Correlation between Cooperation and Organizational Alignment for 
Parent and Subsidiary Companies 

~· 

Company Value df Asymp. Sig. (2-sided) Mean Rating 

Parent Pearson Chi- 31.434 4 .000 3.85 Agree 
Square 

Subsidiary Pearson Chi- 9.503 6 .147 3.43 Undecided 
Square 

* Correlation is significant at 0.05. 
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From table 4.4. I showed that the majority of respondents in Parent Company 

had agree response on "Agree rating which is 3.85" while the majority of respondents 

in Subsidiary Company had undecided response on "Neutral rating which is 3.43", 

thus, no rejected the null hypothese i.e. There is no relationship between Cooperation 

in terms of in terms of use of resources and expertise, and organizational. 

Table 4.4.2 Correlation between Use of Resource and Purpose 

Company Value df ~symp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 20.815 4 .000 ' 3.78 Agree ·--
Square 

Subsidiary Pearson Chi- 46.328 9 .000 3.50 Agree 
Square 

_) 

*Correlation is s1gmficant at 0.05. I.-' 

From table 4.4.2 showed that most of respondents for Parent and Subsidiary 

Companies responded agree on the relationship between use/ sharing o f resources 

(facility) and purpose (clear company purpose and attainment) for both Companies 

which means Companies's facilities helped facilitate their works and could use the 

those to carry out their tasks under Companies's purposes. 

Table 4.4.3 Correlation between Use of Resources and People 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 15.285 6 .018 3.65 Agree 
Square 

Subsidiary Pearson Chi- 19.569 9 .021 3.37 Undecided 
Square 

*Correlation is significant at 0.05. 
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From table 4.4.3 showed that most of respondents of Parent Company agreed 

that their companies have relationship between use of resources (facility) and people 

(employee and working team) for both Companies as stated" I am satisfied with the 

facilities the Companies provided". While Subsidiary Company responded neutral 

rating which means they are not happy and sometime it is not being shared equally. 

Table 4.4.4 Correlation between Use of Resources and Processes 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson 8.699 4 .069 
~ 

3.83 Agree 
Chi-Square I. 

Subsidiary Pearson 15.247 9 .084 3.46 Undecided 
Chi-Square 

'2 ... 

*Correlation is significant at 0.05. ~ 

From table 4.4.4 showed that most of respondents for Parent Company agreed 

while Subsidiary Company rated neutral can be described as most of respondents of 

Subsidiary Company are not clear about their work processes when they need support 

from Parent Company. 

Table 4.4.5 Correlation between Expertise and Purpose 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 4.307 6 .635 3.48 Undecided 
Square 

Subsidiary !Pearson Chi- 7.375 6 .288 3.41 Undecided 
Square 

* Correlation is significant at 0 .05. 
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From table 4.4.5 showed that large amount respondents for Parent and 

Subsidiary Companies think there no relationship between sharing expertise and 

knowhow and purpose (clear company purpose and attainment) for both Companies 

which means Subsidiary company think they do not receive proper assistance from 

Parent Company in order to accomplish their tasks under the Parent Company's 

purpose. 

Table 4.4.6 Correlation between Expertise and People 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 19.613 9 .020 3.70 Agree 
Square 

Subsidiary Pearson Chi- 7.981 6 .239 3.42 Undecided 
Square 

c: 
*Correlation is s ignificant at 0.05. 

~ 
From table 4.4.6 showed that majority of respondents of Parent Company 

agreed that there is relationship between sharing expertise and knowhow and people 

(employee and working team) for both while Subsidiary Company think they are not 

encouraged to share and to be shared knowledge and skills with Parent Company. 

Table 4.4.7 Correlation between Expertise and Processes 

Company Value df Asymp. Sig. (2- Mean Rating 
sided) 

Parent Pearson Chi- 52.619 6 .000 3.82 Agree 
Square 

Subsidiary Pearson Chi- 4.550 6 .603 3.41 Undecided 
Square 

* Correlation is signifi cant at 0.05 . 
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From table 4.4.7 showed that most of respondents of Parent Company agreed 

that there is relationship between sharing expertise and know-how and processes 

(work process and management process) with Subsidiary Company while Subsidiary 

Company think they can not solicit ideas or suggestions from departments in Parent 

Company due to unclear contact processes. 
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CHAPTERS 

SUMMARY FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS 

Communication Sharing and Cooperation were keys basic assumption for 

organizational Alignment, public or private, the concern of this chapter was to provide 

tentative and supportive understanding of the relationship to have Organizational 

Alignment. It was expected that any Parent and Subsidiary Companies might learn 

and understand concepts, theories and practices on the relationship of these factors. 

The finding consisted of four major sections:-

I. The summary findings of the research questions and hypotheses. 

2. The conclusions of the research. 

3. The recommendation 

4. Suggestion for future research 

5.1 The Summary of Finding 

The total population of Parent and Subsidiary Companies equal to 130 

employees. According to major finding, the majority of Parent and Subsidiary's 

respondents are female (60%) in the range of 26- 30 years old (33.l %). More than 

half of the respondents have high level of educational attainment who held Bachelor 

degree (73%) with few holding Master degree (21 %). At the same amount of 

respondents have been working for both Companies for 1-2 years (39%). 
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For facili ties offered by Companies that they are current use, the highest score 

was meeting rooms (80%), Intranet (78.5%), upcountry resort accommodation 

(73 .8%). Facilities that have the highest score for no check faciliti es were financial 

support (87.7%), and fitness center (68.5%). 

The Summary of Finding Based on the Research Hypotheses 

Ha l : There is a significant relationship between Communication 

Sharing and Cooperation of the Parent and Subsidiary Companies. 

From the study indicated there were six pairs of significant relationship 

between communication sharing factors and cooperation factors which included the 

significant relationship between policy and use of resources, policy and expertise, 

policy implementation and use of resources, policy implementation and expertise, 

information on company updates and use of resources, information on company 

updates and expertise. 

The results of hypothesis testing stated that the significant value Jess 

than 0.05 level of significant or 95% confidence interval, thus, there is rejected the 

null hypotheses. The Parent Company's computed score is 0.000 while Subsidiary 

Company 's is 0.012. From table 5.1.1 indicated most of Parent Company agreed with 

policy and information updates with Subsidiary Company due to most of policies, 

resources and company situations also communication channels are most provided 

and informed internally in Parent Company. On the other hand, policy 

implementation, information on company updates, use of resources, and expertise are 
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required to be pointed out in practice in order to ease working process equally and 

seriously for both Companies. 

Table 5.1.J Summarization for relationship between Communication Sharing 
and Cooperation of Parent and Subsidiary Companies 

Hypothesis Statistic Test Level of Sig. Null 

Hypothesis I 

H 1 :Policy and Use of Resources Chi-Square P: 0.001 Reject 
S: 0.166 Do not reject 

HI: Policy and Expertise Chi-Square P: 0.004 Reject 
S: 0.210 Do not reject 

~ 

HI : Policy implementation and Chi-Square P:0.419 ~ Do not reject 
Use of Resources S: 0.291 Do not reject 

---·· - -
H 1: Policy implementation and Chi-Square P:0.142 Do not reject 

Expertise S: 0.260 Do not reject 

H 1: Information on Company Chi-Square P: 0.049 Reject 
Update and Use of Resources S: 0.000 

1.-

Reject ,_ 

HI: Information on Company Chi-Square P: 0.449 Do not reject 
Update and Expertise S: 0.373 Do not reject 

...... 
-,- u 

Ha 2 : There is a significant relationship between Communication 

Sharing in terms of Policy, Policy Implementation and Information on Company 

Update, and Organizational Alignment in terms of Purpose, People, and 

Processes for the Parent and Subsidiary Companies. 

From the study indicated there were nine pairs of significant relationship 

between communication sharing factors and organizational al ignment factors which 

included the significant relationship between policy and purpose, pol icy and people, 

policy and processes, policy implementation and purpose, policy implementation and 
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people, policy implementation and processes, information on company update and 

purpose, information on company update and people, information on company update 

and processes. 

The results of hypothesis testing started that the significant value lower than 

0.05 level of significant or 95% confidence interval, thus, there is rejected the null 

hypotheses. The Parent Company's computed score is 0.000 while Subsidiary's is 

0.004. From table 5. 1.2 indicated the Parent Company agreed with the relationship 

between policy, policy implementation, and information on company updates and 

purpose, people and processes with its Subsidiary Company. Whi le Subsidiary 

Company's perception is not satisfied, most respondents rated in negative direction 

that purpose and policy from Parent Company are not properly shared as well as the 

implementation is not ease their work and display discrepancy with Parent Company 

Table 5.1.2 Summarization for relationship between Communication Sharing 
and Organizational Alignment of Parent and Subsidiary Companies 

Hypothesis Statistic Test Level of Sig. Null 

Hypothesis 2 

·-~~~~~~~~-~-t-~~~~~+-~~~~~--~~~~·-

H2: Policy and Purpose Chi-Square 

H2: Policy and People Chi-Square 

H2: Policy and Processes Chi-Square 

H2: Policy implementation and Chi-Square 
Purpose 

H2 : Policy implementation and Chi-Square 
People 
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P: 0.000 
S:0.417 

P: 0.000 
S: 0.017 

P: 0.004 
S: 0.016 

P: 0.001 
S: 0.323 

P: 0.019 
S: 0.035 

D o not reject 
Reject 

Do not reject 
Do not reject 

Do not reject 
Do not reject 

Do. not reject 
Reject 

Do not reject 
Do not reject 



H2: Policy implementation and Chi-Square P: 0.066 Reject 
Processes S: 0.042 Do not reject 

H2: lnfoni1ation on Company Chi-Square P: 0.030 Do not reject 
Update and Purpose S: 0.367 Reject 

I-12: Information on Company Chi-Square P: 0.000 Do not reject 
Update and People S: 0.012 Do not reject 

H2: Information on Company Chi-Square P: 0.000 Do not reject 
Update and Processes S: 0.133 Reject 

Ha 3 : There is a significant relationship between Cooperation in terms of 

Use of resources, and Expertise, and Organizational Alignment in terms of 

Purpose, People, and Processes for the Parent and Subsidiary Companies. 

From the study indicated there were six pairs of significant relationship 

between cooperation factors and organizational alignment factors which included the 

significant relationship between use of resources and purpose, use of resources and 

people, use of resources and processes, expertise and purpose, expe1tise and people, 

experti se and processes. 

The results of hypothesis testing started that the significant value higher than 

0.05 level of significant or 95% confidence interval, thus, there is no rejected the null 

hypotheses. From table 5. 1.3 indicated the strong negative response of Parent and 

Subsidiary Companies are between use of resources and processes/ and expertise and 

purpose mean both Parent and Subsidiary Companies lack of supporting each other 

facilities and manpower assistance caused working processes could not contribute to 

the atta inment Companies's purposes. 
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Table 5.1.3 Summarization for relationship between Cooperation and 
Organizational Alignment of Parent and Subsidiary Companies 

Hypothesis Statistic Test Level of Sig. Null 

Hypothesis 3 

H3: Use of Resources and Purpose Chi-Square P: 0.000 Do not reject 
S: 0.000 Do not reject 

H3: Use of Resources and People Chi-Square P: 0.018 Do not reject 
S: 0.021 Do not reject 

H3: Use of Resources and Processes Chi-Square P: 0.069 Reject 
S: 0.084 Reject 

(\ ~ 
H3: Expertise and Purpose Chi-Square P: 0.635 Reject 

S: 0.288 Reject 

H3: Expertise and People Chi-Square P: 0.020 Do not reject 
S: 0.239 

,,.. 
Reject 

,_______ 

1-13: Expertise and Processes Chi-Square P: 0.000 Do not reject 
S: 0.603 Reject 

9 L_ 
e:=-

5.2 Conclusions 

The purpose of this research was to identify related factors of communication 

sharing and cooperation related to organizational alignment between Parent and 

Subsidiary Companies in selected companies in Bangkok, Thailand. The major 

conclus ion of this research can be summarized as follows: 
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5.2.1 Perception on Personal Factors 

The population of Parent and Subsidiary Companies, the majority was female. 

A greatest percentage of employees are between 26-30 years old and holding 

Bachelor Degree. The largest percentage of young respondents who have been 

working for both Companies only 1-2 years. Most of them have used meeting room 

and fitness center as faci lities provided from Parent Company. 

5.2.2 Perception on Communication Sharing Factors 

Communication Sharing consisted of three variables: policy, policy 

implementation, and information on company updates. Most of the respondents of 

Parent Company rated "agree" and satisfied on all variables while most of 

respondents of Subsidiary Company rated negative opinion "neutral I disagreed". It 

can conclude that most of Subsidiary Company's rating disagreed to policy 

implementation and information on company updates with its Parent Company. 

Subsidiary Company needed clear and defined business and management policies, no 

exceptional in policy practice as well as equal access to Parent Company situation 

updates via proper communication channels. 

5.2.3 Perception on Cooperation Factors 

Cooperation consists of two variables: use of resources and expertise. Most of 

respondents of Subsidiary Company disagreed/ unsatisfied with Parent Company's in 

terms of equal access to facilities provided by Parent Company and manpower 
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assistance form other department in Parent Company. The results showed inadequate 

training session organized by both Companies in order to share ideas I skills with each 

other's . From this result would allow managers to allocate their limited resomces 

wisely and get the best benefit from both Companies's expertise and knowledge by 

having well- satisfied user. 

5.2.4 Perception on Organizational Alignment Factors 

Organization Alignment consists of three variables: purpose, people, and 

processes. It appears that Parent and Subsidiary Companies do not clearly understand 

working processes caused by in Parent Company have re- organization and work 

processes. Employees in both Companies have been reallocated, therefore the process 

of contribution to achieve current strategic goals for both Companies needed to be re-

ensured to reach organizational alignment. 

5.3 Recommendation 

From the conclusion the researcher would like to support some suggestions to 

Parent and Subsidiary Companies's management: 

• Form respondent profile showed the largest group of newcomers who have 

been working less than two years in both Companies might be a part of the 

problem, therefore, Human Resources managers of both Companies should 

provide orientation session to newcomers by providing clarification for better 

understanding on type of Companies business, purposes, policies as well as 
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the implementation and processes, which will help newcomers to update and 

align with Companies situation and information at the first time. Mentor 

program should be provided during settle into period in order to maintain good 

attitude toward Companies. 

• Both Companies should promote and enhance Intranet and Extranet as two

way communication channels in order to approach and participate with their 

employees in terms of updating Companies news and situation, facilities 

availability and prompt response to distance departments. This suggestion will 

foster cooperation and eliminate lacking of communication sharing. 

• Due to re- organization in Parent Company, many policies and processes have 

been adjusted as well as ISO practice has been re-organized. ll is Human 

Resources manager's responsibilities to organize weekly meeting for each 

department to clarify scope of work, and to foster positive understanding on 

their work processes with close monitor to real environment and people. This 

suggestion will promote alignment between communication sharing and 

organizational alignment. 

• From the results, Subsidiary Company are not satisfied with the sharing of 

resources and expertise provided by Parent Company. Therefore, Human 

Resources manager of Parent Company should send HR officers to train HR 

offices of Subsidiary Company in order to design standard scheme and come 

up with solutions for develop equal accessibility. This suggestion will foster 

communication of sharing resources between both Companies. 
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• More training sessions to both employees of Parent and Subsidiary Companies 

to get associate, share ideas, knowledge and skills once a month at upcountry 

reso1t in order to eliminate resources sharing problem as well as to have both 

Companies aligned in terms of purpose, people, and processes. 

• The most important thing is every programme both Companies organized 

should be applicable and concrete to be done. Due to Companies have 

invested cost and time; thus, treasure it as the way to improve organizational 

alignment. At the same time Human Resources department has to keep 

employees informed and evaluation from time to time regarding to employee's 

feedback and implementation's result. 

5.4 Suggestion for Future Research 

• Further study on another different type of business operation to see any 

interesting concerns on Organizational Alignment such as, between 

Foreign Companies (MNC). 

• Further in depth research on the perceived and find out more factors 

beside Communication Sharing and Cooperation as main variables for 

Organization Alignment. 
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QUESTIONNAIRE (u'U'Ui.lflmmJ) 

Dear Respondent, 

This questionnaire is an instrument to obtain primary data for a thesis of 
Master Degree of Management (Organizational Management), Assumption 
University. The main objective is to find out the relationship of communication 
sharing, cooperation, and organizational alignment between Parent and Subsidiary 
Companies. The researcher is obliged to keep all data answered strictly confidential. 
Please fill in all answers of all questions freely according to your own perception . 

Ms.Orasiri Charoenpanich 

Researcher 

... . " m'.J\I 11l'UP.J~Hl1Jll'U'UfftnJ(l1lJ 

ui.11rntium1rnu1Jii'ifl1Hi11Jmi~·1HNHtinqlll'l nnffm.rnHl1Jl1J11 'l'l t1111::1.1!11mp nil ~ 111 mrn1 fll'j fll'l 11Pifl11 
"' '""' ......... Q.r G'... i~~ &I"'" . ~ l 4 

i'Htiin 'IJ a ~1JH n 'l'l01cio fl fffflJ'llflj ~Hth ::ff ~mm fl'llfl ~m 1u m:imrnJmJtVHJfff11:J 1fl 11lJ umnrn•:::in H rm ntiff1• , tl11lJ'nlJlJ0 
cl • • 

uci:: m1lJ1~'Wmrn~a1n'W ,::,,dH1l1liimiJ uft::'U1.,.r111 utfl1o t~'lrnfl 111J:hlllitni 1\J 111 m~ Vlflllmmtniim 11J i1mfru 

1Piu<U'6lJll~mlJ~~ 'I ~f rnn no nii i 111u ~111111a1J::1R1J fo'IJ1'I1'1~uti 111J ti11 

This questionnaire consists of two parts : 
umJM1Jtnm.h ::m1'U~1afi1mlJ 2 ri1mi~if 

Part 1: 
ri1'Wvi l 

Part 2: 
ff'J\j~ 2 

Demographic Profile 
" ' 'llVlJM1tl1Jflflll 

Questionnaire 
HlJ'IJ lHI 1J 01 lJ 
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Part 1: Demographic Profile 
~1u~ l ~v~nri1u1Jflfla 

Direction: Please complete the following information about yourself by marking the 
checkmark (X) or specify answer in the blanks related to your own profile. 
11hvi~uiufi101111Yiu1rim~e~mrn1 (X) H7en:111u'liv~fo~rl1mJ~1 hr ~1na1fio~i\'mi1u1J1n~'!YI. 

I. Gender n·m: 

D Male 'lf1u 0 Female l1rY~ 

0 Below ~in11 25 
0 Above mnn11 50 

0 26-30 0 31-35 0 36-40 0 41-50 

3. Educational Attainment 1::vi11m1i'lnmq~eyY1: 

DDiploma 
( tln/ thll') 

D Bachelor Degree 
( 1::~utl~tyflJWl~) 

I y 
D Master Degree 

( m•iu tl~ ty OJ 11 vi) 

D PhD., Doctor 
( 1::~utl~ty~1wn) 

D Others (specify) ................ . 
(5w1 hhl'l1::1J) 

4. How long have you been working for this company (unti l June, 2002) 
Ell~fl11lil~l1J'IJfMii1uh1t1-lflm ( iiu11uil~t~t)U lJQlllUU 2545) 

O 1-2 years (1 -211) 
D 3-4 years (3-4 TI) 
D 7-8 years (7-81J) 

D 5-6 years (5-611) 

D 9 years and above ( mnn11 9 iJ) 

5. Facilities offered by the company that you currently use: 
~~~1u1um11J!l'::111n111n11~1J'l'l~1i1uHo~: 

0 Meeting rooms 
(irtinJn~lJ) 

D Fitness Center D Scholarship/ Financial support 
(vJ91nm) (lllJ tmilnin/ m1lJ.Ji1m11~m11-lm'l1~u) 

0 Intranet 
(1fl~tJ.U10.UtnJamo1i1ti~fi'm) 

D Upcountry resort accommodation 
( 1rtmfolli1~~~111~) 
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D Pool car/ messenger 
( mu1'tivi/ mrnrnifrnfotitl!l'n) 

O Others (specif)') .... ........... .. . 
(~H'l ' ::lJ) 



No 

] 

2 

3 

4 

Part 2: Questionnaire 
' "'2 tnun HU1Jft't'J1Jfl1u 

Direction: The following statements are to indicate your own attitude toward existing 
relationship of communication sharing, cooperation and organizational alignment 
between Parent and Subsidiary Companies. Please mark (X) on only one scale in each 
statement that best fit to you. 
ri11Jd'1i'111 nn m1m.i 1lJm1111tt1Jmm11~ t'Jm~ 11 ii llu 1'W1 ~ tJ ~trm1 ffmT1J tl'Ufl~ rm &flirn ull::; fl 11lJ 'i 1lJ i'.i a•1rn ~ tMfi'm ~fl w111ii 

fl 11lJ!Ymfo £1 'Wm~ '111 'hitiivith ::tr'l1nm1~~ ~ qvi 1 ull1um11J11'Jml'im~ ~n'W1~u1i\'u 11J rmv11n1i1 ~ ~ ::n11~::;H1rn1~ lh1mJ u-n:: 

u;lill llJlfllfl h lrnl'll'.l'Ufi101lJ hw1rim~l'.l~llll1U (X) 1miv~~rni'ufl11111i'lu11~~ 11;8m11J1tt1J'IJt'J~"111Jmn~q~ 

There are five scales: = Strongly Disagree 'hJn1u~1utiriNB~ 
2 = Disagree 'hitttlJ~')(J 

3 = Undecided 'l iJ u rr ~mn 1u n1 u 

4 = Agree .. " lll1J~')fJ 

5 Strongly Agree t 11u~1v0t:INB~ 

Communication Sharin I m1deir11fmnu 

G= 
c__=:i Statement fi1ou1 (1) (2) (3) (4) 

:::> 
Poli cl'. fh_ 

I know and understand my company policies on Human 
Resources very well. 
~iwi~1fmmu m1::1~11~ tlJ1J 1vmv'lltJ~1tr-i'WmJttfl ci 1;'l 1rnciH~ 

The business policy is clearly stated and defined. 
lJ 1vu1mmn11~1tii1Jlj~~nll'll6~u7li'l10m'i 'i ::; lj1m~u11J11j~'l{miw~l'111J1J 

I have the policy guide book since I entered the company 
{{ ll~lU i 'l I"\ i"LILtiuu tvlllV'llfi~,J~ 'IJ'Yli ~111li1i1wi'hYi m'W 

I clearly understand ISO in practice. 
~1m~wU-1h1~6~ ISO 1trnHi.Jiju91 

- --
5 I think the management policy of my company creates a 

good governance and benefits for Parent and Subsidiary 
Companies. 

' . 
·~1m n1fi~ 11'W 11mw~11m1rn~n1~ '\J8~iJN'mi·1l1Y1n~111i' nnmJ11-m o~fim'1A1tfl=:1tie 

'IJ'i::; l1J'lfUli~1J$l1'111L1) ILfl::Ul lJ11 llJlfl~ (') 

Policl'. imQlementation (1) (2) (3) (4) 

6 Clear implementation of business policies eases my work 
01, i.J1::qn9i'Hu 1urnum~m1 ~1111ulj1=:ii11'1JcM'll7li11~i~1~w1hv11l'nm1inurnJ'llfi~ 

" "' .f 
'llll'H~l~ltJ'U1J 
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7 Clear policy guidance helps me make the right decision 
uu1u 1urno'IJ6~'Ulll'l'l~i'Vl11nnTu'll1u~1m ~19i'ftttl1 h 'l~ t1ti1~\)tl9i'6~ 

8 I can see the discrepancy between policy in Human 
Resources and what is being practiced . 
.U-1wi~111iu i1u ivmv'lit1~'1m1flfl"1'1J6 ~'U1'14lnTu 'hirn1mmh '1~11~~1im Ntliju9i 

9 I am so concerned with conforming with the policy 
procedures . 
.U11~1~wi'i:::mln£i~~umrn ua::1J~u~mlm 1a"U1v~1J!l41111~1l 'i 

I 0 I see that everyone in both Parent and Subsidiary Companies 
is under the same set of policies; there is no exception. 
11 flfl'U fou1l7ntltjuVifJ~muMlllrnu 1vmm~cnni< 1 ~w'liilltm um1u 

Information on company updates (1) (2) (3) (4) (5) 

11 I always know what is going on about my company: new 
projects, company situation, and new comers 
.U1vu«1fom11Jm1m1Jii'h.l<tJfJ~1J~tr'YI 1flumHJfl 1'liu l1mni'i'hni, 1Ycnunmuu~lT11 

n1io~1·1um1u 1nii 

12 I can make quick and thorough access to company intranet 
system at anyti me . 
.u'wu~ 11Y11m n~<U11m'i •11EJ~'U~lT111\llur~1m::'U'U1fl~ti<li1umv 1u 'l~tici Nff::vi1mrn::11fll~ 1 

13 For me, di stance is not barrier in sharing communication. 
fm 1-i 1~1llmrn::~'ll6~lf6~'U;trl'l 1hhl'lt1 titl IYnfl 1um'ifof ~rnm lfm ::1111.:iti11 

14 I find the communication channels between organizations 
effective: 
.u'1m 911llu nn ~tl irn 'i :::id i .:i'llltrmnim1::'U ~ 1I'l'l 1u1ft1a~ ~9iti 'Jtltl'lltl'i:: ifni nTVl: 

14. l Memo mr~801"lvtJ 

14 .2 Management Information System l::uu~l'lnn.u'mJl1 (MIS) 

14.3 Bulletin Board 1rn{fl&i~1h::rm1mu11i 

14.4 Newsletter ~timrn1,.r11 

14.5 Face- to- face meeting nmJ'i::'l/m~flfJV rl. 

15 I think my company uses proper channels in conveying the 
information. 
1J~lh1lln u H~v~111m:::m11 w trn ri1u'l'l aft -U'o1.Jn~11ffn 11rnm'iun-nw 

Cooperationl f11miwm'lltNr:i .:irin1 

No Statement tiumJ 

Use of resources 

16 I am satisfied with the facili ties the company provided: 
<Unu91l·rn1~t1'llnmiMn~~ti1u1of111lJ1Y:::~nn~w1 ~1m11~u;17'1'lYi'~d': 
l.1 Meeting room 1fon h::'lJlJ 
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1.2 Pool car/ messenger ·mu11l'l'l/ mrnrnifmlm:>nrm 
-

1.3 Fitness Ylflnrn 

1.4 Upcountry resort accommodation rri!Y~nmr0~1~n~1.:i~n11'V1 

17 I see that the employees of Parent and Subsidiary Companies 
have equal access to the facilities. 
'l'1 1!11~1 u'llEM1J11/V11ui m1::tJ%11'1wf'l10lim11Jt1111Vlu1Jn111unnH~~i:im':lufl11lJ 

u:fl1n~11111,1ii1ir 

18 I value the financial support scheme for the education of 
employees provided by both Parent and Subsidiary 
Companies. 
'llw11~1ilf w1rnu nu 1111 t'l'i!tJtllfU'l'lH nm~u hmn 'IM'tJtl m1ffn'l!111riv11Tm1t1'11 em:f .:i 
1.111711mim1::uW11 'lwflrv 

19 Resource sharing between Parent and Subsidiary Companies 
helps facilitate my work. 
~ ~t) m 1Vfl11urr:VI1n'lle~1J 1ir'Vl'li':lul11111' ~ m 'II t:> ~ .U·n·u « 1tY::vi1 nmnu~ii 

20 I never have difficulty in using the company facilities to 
carry out my task. ct ~ 
'll 1vn « 1'hhn1llh:; tnJUi"\j ll 101J tl n, '*a ~ti ltl 1fjfl11l.Jl1':\ll1 fl'\I MlJ 11111 

Expertise (1) (2) (3) (4) (5) 

-
21 I can easily sol icit ideas/ suggestions from other 

departments. !?? 
Li'J11 Im~ w~<U'l'l'H« 111::; 'l~foft'JllJfl~Hl11i lf lt)~ l!l'U::'W 1~ 1t1HN'Uf)~tl 

22 I received a ready response I ask for manpower assistance 
from other departments during the grand opening of the new 1----' 

!3:.:; 
project. 4 1--..."::J ,... 
,, ,, 'lJl~ ' .. .. J( .. • ' 11 w 1 i ' 
'111VHll11l~ '.llJfl11'lJ1tJl11!Hlll1111L~'UfltllJ"] 1E/~ l'lt'U 'lJ'HL ~m m~fl11 11lJ 

23 I love sharing my ideas/ skills with others in the Parent and 
Subsidiary Companies. * 'li'1vu~1lim11rq'lliu1rnii1hu~':llJt1ti~1lum1utiV1u'il: fl11>Jff1m1r11itJ~~'llMi'Ui'lt1~u ' 

'lltmfn1%'11tt:i! m1:1J~'l7'l1i'Ulfl~fl • 
24 There are organized training sessions available to both 

employees of Parent and Subsidiary Companies . . 
iim1 ~V11111 mm.ii u~1u ~ N"J 1~u lMl1tl' nrni'll0~i1~tYan1l1:Tl1iiri·m~ 'llJ 

- -
25 Employees of the Parent Company are encouraged to share 

knowledge and skills to employee of Subsidiaries. 
~~ ' " ~ 1" ' .. " r ' Q w i .. lnrJ'l'llLIJl1'11ll1Hjll Htl:l~ fJIJ llfl11lJ'll1!JllltHlYl ltlfl11U flTll.Jff llJ11fl!Ln1l'.l'l:H1 'Ulft'rn 

~1V~ 
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·. Or anizational Ali nment/ flw11ilunfi.,,~t11nuwtJ-'fNffM 

No Statement fiHm.1 

Puq~ose (1) (2) (3) (4) (5) 

26 Purpose of my company is clearly communicated to me. 
<U'wu~1i'mn11Jo~1'lllqtl1:: ·ff~fi'll1rn1°%''l'lv ciwu~111u 

27 I support the company's purpose. 
.U1111~m~v>Jm!1HYl!'UilllQth ::tr~ti''Ut"J ~'IJ~l711 

28 Purpose of Parent and Subsidiary Companies is in line with 
each other. 
i lllQth:: rr ~fl'Ufl ~'IJ1 'th1u1i mi:rn ;17'1'1irnfl1eiiifl11 >J mwifl ti'a~nu 

29 I see that products and services that my company provides 
are consistent with the purpose of the company. 
ii11fi' 11J; 01'i'II6~1J~l7mf ti Ufl 11lJ ffMlfltfo~91' ~ 01J illlQil 'i::ff ~tl'll Mu7;j' 'l'l~ i~ '] ~ 

~ )) 

30 Working processes are reviewed regularly to ensure that they 
contribute to the attainment of company purposes. 

.,. I"' 
~lJPH>t1nmim1111::\)ml1mw111• w 11\'Jm::am~v h~Ju 'l11-:i111zmmrnm 1 i.i11llQ'Lh ::ff ~rr " I~ 1 

'U€l~11W'l'1M~ '11' 
1.-

~ - j 

Peo~le - -

31 My company collects information about employee 's 
performance. t'~. 

.. 1---:.:::i 
irnu71'.i"l'lli1m 1~11.UeJJJ l;l 'lw~tH m'i 'll~ti~~1u'llv~v1unnu ·hii'.hmdw 'l 1 

32 My work unit or team is rewarded for our performance as a 
team. 
\1U1tN lll'IJ !N<U'1VH ~1111f) 'l ~~1Jfl1llJ'll{)'IJ\l::Ofl-:i 11~\lfl') llJ'llfl'U'IJfl ~'\l flflll hi HU1 tJ 

33 Groups within my company cooperate to achieve customer 
satisfaction. 
nzj1J9iH'l lUlJlY'l'l~'JlJi1vtim11~ iimia 1111m ~ii~ m1m1~vrn h'Uo~~nA'1 

34 When processes are changed, the impact on employee 
satisfaction is measured. 
1rlci'Uu1umnh~1uilrm nJ~vu, ti1111-Wnrn 111'1Jv~v1tl' nnu 11:: \)ntl• :: 1 iJum1::fi1iM'i~ 

35 I am provided with useful information on what company 
cares about. 
.U1m~1'l~fo1m11.Uvl;Jll1u1~v~~w1 ~'Ll~Y'l'l h¥m1mh ti'OJ 

Processes 

36 I clearly understand my work processes. 
.U1H1~1~m1m.U1111 iu ~mnm m•t11~1'U'lltM.u'1m~1 

37 I review my work processes regularly to see how well they 
are functioning. 
<U'iv11~1'l'lmnu~'W~flum• timuvdHm1M1Jv11~e 11foiid1 i<N'i~11~ ~'111°8 'bJ 
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38 When something goes wrong, I correct the underlying 
reasons so that the problem will not happen again. 
4 '"" "" .f 'jJ « ,, .,t " A 11 'i 'JI Z " J' ~ l:IJflllUllJlnlfl~'UU, 'll1'Vll 111::uniJqpm1~'Ull1~1lH:I " 11illlJ'11'11JlHllV1'\JU0f1 

39 Management processes are reviewed to ensure they 
contribute to the achievement of strategic goals. ,. 
'1i1m au~ 1mJ1H1i'IJU ~1J 11'ii1 ll::\J m11l 1i ru 111iml'l \l 1111:: l'!UJ li m1 i 'HJ t11rnm m1w1j i fit 

'lllH1J1lJi1 

40 My managers care about how work gets done as well as 
about results. 
~li'~nWlJtwu1m~111ifi111Jiri'l;i1iu11inm1mw1i1'1 01J Mfl'll!l~~11J 

For general comments. (tn1lJfi~n'.\utw1) 

* 
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Appendix Bl: The Overview of the Parent Company's Business 

Property 
Development 
Business 

A Parent Company 

Project and Property 
Management Business 
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Appendix B2: The Organization Chart of the Parent Company. 
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The Parent Company's Total Population: 

Total population 90 persons 

Employees by departments 

I. The Executive Office 5 persons 

2. Project Development 20 persons 

3. Business Development and Acquisition 6 persons 

4. Central Operation ~~ S/ 42 persons 

Comprising: 

Central Operation 2 persons 

Accounting and Finance 12 persons 

Finance 5 persons 

HR and Administration 18 persons 

Information Technology 5 persons 

5. Legal ~ 8 persons 

6. Research Office ~,,. ~ 4 persons 

7. Marketing 
1d11v1at191' 5 persons 
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Appendix B3: The Organization Chart of Subsidiary Company. 

Secreta ry to MD. 

Account Executive 
Department 

Senior Content Manager 

Account Executive Team 

Managing Director 

Deputy Managing Director 

Secretary to DMD. 

Web Content 
Department 

Senior Content Manager 

Web production Team 
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The Subsidiary Company's Total Population:: 

Total population 40 persons 

I. Management 5 persons 

Managing Director 1 person 

Deputy Managing Director 2 persons 

Senior Account Manager 1 person 

Senior Content Manager RS/ I person 

2. Web production I 0 persons 

3. Account executive 15 persons 

4. Administration 6 persons 

5. Accounting 4 persons 
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