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ABSTRACT 

 

 In this fast developing business world with increasing competitive and 

unpredictable business environment, any organization should be able to change 

quickly and adapt to the new changes to survive and to retain in the market.  Thus, a 

successful organization should be dynamic and able to realize when changes are 

necessary in order to initiate change, effectively involve people in change processes, 

and retain the changes made as long as it is needed to implement new changes.  

 In order to implement successful change in the organization, leadership and 

entrepreneurial skills of the leaders in the organization are crucial to effectively lead 

the people to the right direction and to make sure that changes take place.  People 

involvement in change program is necessary not only from management but also from 

every individual in the organization, which makes teamwork an important catalyst to 

successful change in the organization.  Thus, the purpose of this study was to analyze 

the organization’s situation in those areas and to recommend necessary organization 

development interventions for future development.   

 The objectives of this research are as follows: 

 To determine the current leadership styles of top management in the 

company. 

 To analyze whether there is any difference between managers’ perception of 

their own leadership style and staffs’ perception of their leadership style.    

 To determine entrepreneurial competencies level of top management and 

middle management of the company. 
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 To determine whether there is teamwork within each department, among top 

management team, and across functional team of the company. 

 To recommend appropriate organization development interventions that 

should be implemented to improve leadership style, entrepreneurial 

competencies of management, and teamwork in the company. 

The research used different sets of questionnaires distributed to different levels 

of staffs in the company.  Standard questionnaires and analysis techniques were used 

to analyze data for leadership style of top management and entrepreneurial 

competencies of top and middle management.  Data collected for teamwork is 

statistically analyzed by using Statistical Package for the Social Sciences Program. 

 The study came up with these findings: there was a difference between 

managers’ perception of their own leadership style and staffs’ perception of their 

leadership style.  Based on the analysis of entrepreneurial competencies measures, the 

top three lowest competencies clusters among top management were directing and 

controlling, influence, and thinking and problem solving, and the top three lowest 

competencies clusters among middle management were personal maturity, influence, 

and directing and controlling.  Teamwork analysis for the company shows that there 

was teamwork within each department; however, there was a low teamwork among 

top management team and between different departments. 

 Recommenced organization development interventions were proposed in three 

phases which would be implemented in the form of seminars, training workshops, 

activities, and setting up new standards and processes of the company.   
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CHAPTER ONE 

Introduction 

1.1 Generalities of the Study 

Due to the increasing competitive business environment, it is becoming 

important that organization in any business industry is responsive to dynamic change.  

When change is enforced to sustain and improve business in this highly competitive 

business world, clearly the most important determinant of organization’s success is 

the ability of leaders to do well in leading their people to reach organization’s goal.  It 

is indicated that the nature of the change to improve organization’s business is 

secondary to the perceptions that employees have regarding the ability, competence, 

and credibility of senior and middle management. 

Operating in a competitive and increasingly complex environment demands 

not only a good leadership but also entrepreneurial behavior and, of course, people 

who have the competencies to work within such a context.  The organization must 

grow innovative and new businesses in terms of creating new ways in doing 

businesses operations, new products and services.  It is common that new ventures 

face various barriers and seldom engaged smoothly with already established systems, 

processes, and cultures. Nonetheless, success requires the organization’s ability to 

balance old and new traits and unless companies keep those opposing forces in 

equilibrium, their new businesses would be stumbled.  For organizations that are 

seeking to be competitive, teamwork is not a new management fad but it is a 

fundamental strategic reorientation in which top management recognizes team-based 

work as a way of life with the expectation that teamwork would apply in meeting all 

aspects of timeliness, cost, and quality in running business.   
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Considering the fact that leadership is important to encourage teamwork and 

to ensure proper functioning and decision making among the team, and 

entrepreneurship is the key to sustain business in this competitive environment, the 

researcher chose to study these key characteristics in a selected organization and to 

find ways to improve them to eventually sustain and increase organization’s profit. 

1.1.1 Global Context 

The global printing industry was large, fragmented and competitive.  The three 

top competing types of businesses in the printing industry were the commercial 

printers, clients who own their own equipment and low-price quick printers.  

According to Integra Information, revenue growth for commercial printers was 

increased by an annual average of 3.34 percent between 1994 and 1998, 3.40% in 

2000 and 3.40% in 2001.  

(http://findarticles.com/p/articles/mi_qa3755/is_200104/ai_n8931592).  Total 

commercial printing revenue declined in 2003 by 1.0% to 1.7% to about US$150± 

billion as compared to US$152 billion in 2002.  

(http://findarticles.com/p/articles/mi_qa5476/is_200402/ai_n21346780).  The global 

printing industry was worth US$601 billion in 2006 with US commercial printing 

tops up to US$ 2.72 billion in 2006.  (http://www.packwebasia.com/print-market-

trends/us-commercial-print-industry-revenue-tops-2.72bn-in-2006.html)  

An analysis of technical, market, and competitive alternative electronic media 

trends indicate that overall print volume would show little, if any real annual growth 

after 2005, but digital printing (i.e., digitalography, defined as any print process 

capable of variable imaging and output directly from a digital Ole to paper/substrate) 
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would  gain significant process market share.  

(http://findarticles.com/p/articles/mi_qa5476/is_200402/ai_n21346780).   

Many printers were adapting a new business model that was transforming 

them into strategic sourcing partners. Not only do these companies fulfill print orders 

but also suggest production strategies, such as production locations, alternative paper 

stocks, warehousing locations, page counts, press configurations and economical 

order quantities. The trend towards close electronic links between the prepress 

operation, the printer and the client further facilitates the ability to act as a "full-- 

value procurement" printer.  

(http://findarticles.com/p/articles/mi_qa3755/is_200104/ai_n8931592). 

According to Hambalt Associates’ Analysis, Asia and Oceania cover the 

biggest market share of printing industry, followed by North America being the 

second market share, and Europe, South America, and Africa consecutively. 

Figure1.1. Projected total printing industry market share by region 2003 - 2008 

 

(Source: Global Review of Printing Industry: 1998-2008, Hambalt Associates) 
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1.1.2 Regional Context 

The global printing industry was worth US$601 billion in 2006, with Asia 

accounting for 30% market share at US$180.3 billion, was forecasted an additional 

15% year on year. (http://www.packwebasia.com). 

Printing industry in Asia was growing at a higher rate than North America, 

Europe, and Japan.  Especially China was growing at a faster rate than other countries 

at the average of 19% per year between 1999 and 2004.  

(http://www.capv.com/public/Content/Multiclients/chineseprintmarket.html). By the 

scale of printing industry, China can be counted as a large country for printing. But in 

consideration of print consumption per capita annually, the overall technical level and 

economic quality, it was not a strong country for printing.  However, China was 

putting forward some proposals in respect to mutual cooperation among the various 

Asian countries to develop their printing industry.  With the international 

advancement of printing technology, the printing industry of China has gained great 

progress.  (http://www.jagat.or.jp/story_memo_view.asp?StoryID=4021). 

1.1.3 Thailand Context 

The Thai Printing Industry stated that currently total number of printing 

companies in Thailand is over 3,500, of which 80% were small companies under 50 

employees, 15% were medium size enterprise with 50-200 employees, and 5% were 

large scale printing houses with over 200 employees.  The Thai Printing Industry 

forecasted an annual growth rate of 8 - 10 percent until year 2010. Over 60% of the 

leading companies would enter quality management systems such as ISO 9001 or ISO 

14000. Over 95 percent of all manuscripts were to be prepared in digital form and 

about 60 percent of the works would be electronically transmitted to reach the 
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printing firms. The new generation of Thai Printers was able to communicate with 

foreign companies in an efficient manner. The average growth rate of the export of 

Thai printing industry products was expected to reach 10 - 15 percent per annum.  

(http://www.fti.or.th/FTI%20Project/GroupCallEng.aspx). 

 

1.2 Organization Background 

1.2.1    History 

The Enterprise Press Co., Ltd., hereafter refered to as TEP, was established in 

1935.  From the simple beginnings, the organization has grown its size to almost three 

hundred staffs and increased its productivity in both product and services.  The 

Enterprise Press Co., Ltd was descended originally from The Enterprise Co., Ltd 

forming two separate companies The Enterprise Press Co., Ltd., a printing press and 

The Enterprise Co., Ltd., a publishing house producing and distributing educational 

textbooks and books for schools and libraries.   

1.2.2 Profile 

TEP is one of the top three printing companies in Thailand providing one stop 

printing service for customers with comprehensive range of in-house printing and 

finishing services.  Throughout seventy-three years of operations, TEP has remained 

committed to providing superior quality products and services to all customers.  TEP 

has gained over fifteen years of export experience with the export of more than fifty 

percent of total production.  TEP has expanded its operation with a new state of the 

art printing facility in one of the largest industrial estate in Thailand. 
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1.2.3 Organization Structure 

TEP organization was structured according to the optimal state of standardized 

printing organizations.  The organization maintains the flat hierarchical   “functional” 

structure for better control and faster decision making.  

The strengths of their existing functional structure were that each functional 

department operates with their in depth knowledge of their departmental functions, 

and it provides the organization with economy of scale for operation.  However, there 

were weaknesses of this type of structure such as; the staffs were very resistant to 

change, they did not share common goal instead they viewed of their own 

departmental goal, and there was very low cross-functional collaboration.  

The distinctive part of the structure was where Quality Management 

Representative who was the head of the Quality Assurance Department, was 

overlooking and managing the quality standard of not only production but also all the 

processes of the entire organization in order to be in accordance with ISO standard.  

The structure presents that the organization does not focus on public relation and/or 

advertising of the organization for constant building and maintenance of the 

organization image.  TEP has an opportunity to create their own printing related 

products at low cost leveraging their existing facilities; however there was no 

Research and Development department focusing on development of innovative 

products to penetrate new market segment.  
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Figure 1.2. TEP Organization Structure 
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1.2.4 Organization’s Mission 

The followings are TEP mission statements to achieve the organization’s 

vision. 

1.2.4.1 To provide quality products and services 

1.2.4.2 Customer satisfaction was the key to organization’s success 

1.2.4.3 To focus on people development 

1.2.4.4 To reduce production error and increase productivity 

1.2.5 Products and Services 

TEP provides commercial printing services specializing in products ranging 

from large extent case-bound books to English Learning Training (ELT) material, 

large and small diaries, telephone directories, dictionaries, magazines, high quality 

coffee-table books and reference titles, and various designed sticky note pads.   

 1.2.6 Target Customers 

The organization produces a huge range of titles for some of the world’s most 

prestigious companies such as Macmillan Publishers Ltd., Australia, Hong Kong, UK; 

McGraw Hill, Singapore; Myron Corporation, USA; Collector International, USA; 

Art Life, Germany; Novagenics, Germany; British Airways; Philatelia, Sweden; Thai 

International Airlines; and more.  TEP has huge client base in Thailand ranging from 

private companies to government printing jobs.  Over 60% of TEP export revenue 

was from export printing.    

1.2.7 Current Situation 

TEP was currently expanding their export market to Europe and at the same 

time they were facing with internal challenges that compell them to provide 

competitive pricing to compete with other printers in Thailand as well as in other 
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countries, especially China, India, and Malaysia.  Though customers focus on quality 

of service and quality of products, TEP name was the first choice; however, in this 

economic downturn everyone was going for a better pricing scheme. 

TEP currently was facing with problems such as drop in sales volume due to 

their price being uncompetitive to the market.  Printers in Thailand were cutting their 

price lower than market price to sustain and expand their customer base and to be 

competitive with printers in China.  One of the TEP drawbacks was that due to their 

production inefficiency and high waste, they were unable to provide competitive 

price.  Based on the researcher’s initial interviews and meetings with top management 

of the company, most of the problems that TEP was facing were due to the root 

causes of their employees’ lack of leadership skill and competencies, and most 

importantly, their lack of teamwork.  SWOT analysis in table 1.1, and Adizes 

corporate life cycle were included to better explain the current situation of TEP.  
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1.2.7.1 SWOT Analysis. 

Table 1.1. SWOT Analysis of TEP  

Strengths Weaknesses 
1. Long established name 
2. Extensive years of export 

experience 
3. Full ranged equipments and 

facilities 
4. Experienced staffs 
5. Reliability of services 

1. Uncompetitive pricing 
2. Weak market penetration 
3. Low productivity, and high 

waste 
4. Low employee performance 

and team work 
5. Centralization of printing 

operation  knowledge 
6. Lack of proper training and 

training evaluation 
7. Lack of proper career 

development 
Opportunities Threats 

1. Increasing demand in export 
market 

2. Increasing foreign 
investment in Asia 

3. Anti dumping law in US and 
China. 

1. Thailand’s economy and 
unstable political situation 

2. Strong local currency (baht) 
appreciation 

3. High competition from 
printers abroad 

4. Price war among local and  
printers in Asia 

5. Increasing electronic 
materials availability on 
internet  

 

1.2.7.1.1 Strengths 

TEP held a long established name with good track record.  TEP name 

was well known in Thailand for its published school books provided by 

publishing side to most of the schools in Thailand.  TEP was an over seventy 

years old organization dedicated to quality printing services with a good track 

record in printing high end quality books.   

TEP had extensive years of export experience.  TEP had over fifteen 

years of export printing experience in Europe, USA, and Australia. TEP’s 
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logistics department plays an important role in this area and was considered to 

be an advantage. The logistics department of the organization has extensive 

knowledge of freight forwarding, shipping, customs and export 

documentation. 

TEP deployed full ranged printing equipments and facilities starting 

from the process of pre-printing, printing, to binding and finishing.  A full 

range of equipments and facilities offer success to TEP. It offered a one stop 

service for its customers, which made dealing with TEP so much more 

convenient, reliable, and less error-prone than when dealing with several 

different companies with limited facilities.  TEP was continuously upgrading 

their equipment and facilities in order to improve productivity and efficiency. 

TEP was staffed with experienced employees in the field of printing.  

A majority of TEP staff have worked with the organization for several years, 

where they continuously gain knowledge of the printing processes and the 

industry itself.  TEP also focused on the recruitment of experienced staff. 

Reliability of services and consistency play vital roles in competition 

and TEP had these attributes as strengths. The quality of products and services 

produced from TEP satisfied a long list of customers. The reliability and 

consistency of TEP kept many of its existing customers for an average of more 

than twenty years to work with the organization. 

1.2.7.1.2 Weaknesses 

TEP pricing was uncompetitive in comparison to other printers in 

Thailand, and other countries such as China.  This was a result of the fact that 

the organization has to carry a high overhead cost due to high waste in 
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production.  The printing market has become very competitive as many 

printing companies in Thailand, of small to medium size, have begun to drop 

their prices in order to be able to compete in the market.  Other countries like 

China and India, where labor cost was lower, were ahead of the market.  

TEP had weak market penetration.  TEP had no set policy to open 

marketing offices in other countries in order to expand their export market. 

The organization did not have a strong marketing plan to expand the market 

either locally or internationally. 

The productivity level of the organization was lower than their 

expectation due to high waste, human error, and unexpected machine break 

down.  One of the main reasons of low productivity was low staff 

responsiveness to unexpected problems such as machine breakdown, and 

staffs lack of accountability.   

There was low teamwork and collaboration within departments and 

among different departments.  There were some personal conflicts among 

management that led to communication problems and thus providing 

ineffective outcome and eventually affecting the quality of service.  Managers 

of some departments were incapable of leading their team and providing 

environment that promotes teamwork.  

Lack of proper training and transfer of knowledge causes centralization 

of printing operation knowledge at specific staffs.  Thus, organization was 

depending on specific staff’s capability to operate on certain machines and this 

also led to misuse of knowledge power among the team.  The organization 

lacked of not only proper training but also systematic training evaluation on 
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how much staffs can contribute back to the organization on what they have 

been trained.   

In addition to this, the organization did not have any career 

development plan in place.  Employees had extensive years of working 

experience in TEP; however, some of them had been working at the same 

position with no career framework of development and promotion. 

1.2.7.1.3 Opportunities 

Increasing demand in export market would lead to high export turn 

over. Countries in Europe, USA, and Australia have high demand for printing 

in Asia because of the lower labor cost.  This was an opportunity for the 

organization to expand the export market along with the increasing demand 

from the Western countries. 

TEP had the ability to create its own product and penetrate a new 

market segment at a low cost. TEP had an opportunity to research and develop 

new product lines that meet customer needs at low cost leveraging existing 

printing facilities. 

Foreign investors were increasingly invested in Asian countries as the 

economy of Asia was booming.  And TEP being a very experienced export 

printer in Thailand, it may be of an interest to foreign investors to leverage 

existing operation of TEP in Thailand and their knowledge of foreign 

countries to penetrate the new market segment.   

 Application of anti-dumping law in US increases import tax for 

products manufactured in China into US.  Anti-dumping law introduced in 

China increases import tax for special papers into China.  Thus, US print 
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buyers were shifting from printing in China to other countries and Thailand 

being one of the countries of their choice becomes an opportunity for the 

company to gain new customer base. 

1.2.7.1.4 Threats 

Current local government policies were slowing down export 

opportunities. The fluctuation in local government and changes of laws and 

regulations highly impact export regulations and thus indirectly impact export 

opportunities.  

Since over 50% of the organization business was dependent on the 

export business, the currency exchange rate of the country was a threat. Thai 

Baht has been appreciating (getting stronger) for a decade and posing a threat 

to the industry as a whole. The stronger the local currency, the higher impact it 

has on the export of the organization as all the payments from export 

customers were settled in US currency. 

There has been a high competition from printers abroad.  Countries 

such as China, India, Hong Kong, Singapore, and Malaysia were providing 

very competitive prices.  Countries such as China and India were providing a 

much lower price than the market, due to lower labor cost, whilst at the same 

time providing the same quality of services and products.  Increasing number 

of local printers in Thailand were cutting their price and thus creating a price 

war among the industry. 

There were increasing numbers of web sites and electronic books 

providing most recent information.  Readers were shifting from reading hard 

copy of magazines and books to reading materials online, or even monthly 
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subscription websites.  Due to this changing behavior of readers, magazines 

and books sales were not as high as it was in many years back before the 

internet era.  Thus, the printing volume of books and magazines has been 

decreasing and it causes a threat to printing industry. 

1.2.7.2 Corporate Life Cycle. 

 Organization was like other living organisms, it has a lifecycle and 

undergoes predictable and repetitive patterns of behavior as it grows and 

develops. The organization faces with sets of challenges at each stage of 

development.  Adizes - instant corporate life cycle analysis was applied to 

analyze the life cycle stage of TEP.  The overview of Adizes corporate life 

cycle was covered in chapter 2. 

TEP was at the stage of “Adolescent” moving towards both success 

and disaster where sales slow down, and costs rise up high.  The company was 

at a stormy time characterized by internal conflicts where everyone seems at 

odds with everything. Sales were falling and production exceeds estimates, old 

timers plot against the new hires, and employee morale was low.  The 

company has transitioned from a Go-Go stage to Adolescent stage and it was 

facing these three major challenges which might lead them to Premature 

Aging that can lead to the early departure of entrepreneurial leadership, or the 

professional managers leading to Divorce or Premature Aging, if there was no 

change. 

Decentralization of Authority 

The owner of the company knows that they need help managing the 

company and were painfully aware that there was not enough hours in the day 
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for them to still manage their organization as a one-person show. They want to 

decentralize, but fear loss of control and/or major mistakes and the fact that 

the people who are already in-place lack some of the skills and experience 

needed to succeed with their decentralized responsibilities. 

Change in Leadership-From Entrepreneurship to Professional 

Management 

 The founder of the company believes that bringing in a professional 

manager would change the leadership of the company in a better way.  

However, when the new "professional" managers come in, they face with a 

situation that was somewhat chaotic and disorganized, and in the absence of 

documents and systematic processes, key information exists in the brains of 

the people that have been with the company for a long time. These old-timers, 

therefore, have substantial power; they blame the new managers for 

"professionalizing" the company which followed by more work load, and old 

power structure bypasses the new chain of command and going directly to the 

owner of the company complaining about the new managers. 

Displacement of Goals 

 The company was at the stage of switching its goal from "more-is-

better" goals to "better-is-more" goals.  The goals were to be implemented 

through an overhaul of the structures, management of information, resource 

allocation, reward systems, and employee development, etc.    

The company was facing mainly with the following problems of 

Adolescent stage: 

1. Employees have low morale. 
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2. Conflicts between old timers and new comers. 

3. Founder struggles to change leadership style. 

4. Unchanging, dysfunctional leadership style of managers. 

5. Insufficient delegation and decentralization of authority. 

6. Internal issues cause consistent loss of market focus. 

7. Falling sales. 

Figure 1.3. Adizes Corporate Life Cycle Stage of TEP 

 

(Source: http://www.adizes.com/corporate_lifecycle.html) 

 Based on SWOT analysis and Adizes corporate life cycle analysis, the 

researcher has discovered into three main areas that the company was facing 

challenges, which were managers’ lack of competencies in performing their roles, 

managers’ weaknesses in their leadership styles to lead their team effectively, and 

lack of teamwork within the departments and among different departments, and lack 

of teamwork among management team.  These challenges were considered to be main 

causes that lead to other problems in the company such as increase in production 

errors, drop in sales volume and more.  Thus, the researcher chooses to study the areas 
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of entrepreneurial competencies of management, teamwork, and study whether there 

was a difference between employees’ perception of manager’s leadership style and 

manager’s perception of his or her own leadership style in order to implement 

changes and improve organization effectiveness.   

 

1.3 Objectives of the Study 

 The followings were the main objectives of the study. 

1.3.1 To describe and analyze the current situation, functioning and 

performance of the organization as “human social system” or “corporate 

living person”. 

1.3.2 To diagnose and determine perception of leadership style, 

entrepreneurial competencies of top management and middle 

management, and teamwork in TEP.  

1.3.3 To propose organization development interventions on leadership style, 

entrepreneurial competencies of management, and teamwork in TEP. 

 

1.4 Statement of the Problem 

 The main focus of the study was on leadership style, entrepreneurial 

competencies of management and teamwork of TEP.  

This study aims to determine leadership style of top management in TEP by 

assessing whether there was any difference between managers’ own perception of 

their leader style and their subordinates’ perception on their leadership style; to 

determine entrepreneurial competencies of management in operating business in 

today’s competitive environment, and teamwork of all TEP employees.  Based on the 
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findings, organization development interventions would  be proposed to help address 

and improve productivity and effectiveness of TEP. 

 

1.5 Research Questions 

1.5.1 What is the current leadership style of top management in TEP? 

1.5.2 Is there any difference between managers’ perception of their leadership 

style and their subordinates’ perception on their leadership style? 

1.5.3 What is the entrepreneurial competencies level of top management and 

middle management in TEP?  

 1.5.4 What is the current situation of teamwork in TEP? 

1.5.5 What are the appropriate organization development interventions that 

should be implemented to improve leadership style, entrepreneurial 

competencies of management, and teamwork in TEP? 

 

1.6 Significance of the Study  

 TEP employees would benefit from teamwork effectiveness and cross 

functional collaboration and thus improve their work performance and attitude 

towards colleagues, and improve their work life.  In addition, together with 

improvement of management leadership style with better feedback and support, 

employees would gain better coaching from their managers to improve their 

development level. 

 TEP management would benefit from improvement of their leadership styles 

and their entrepreneurship competencies in dealing with business operations, and 
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aligning their practices with organization’s goal, and improvement in teamwork 

would develop better communication and relationship among the management team.  

 The entire organization of TEP would benefit from increase in productivity, 

efficiency, and improvement in organization culture, thus TEP would be more 

competitive in the industry market. 

 TEP clients would benefit from experiencing better services, receiving on time 

delivery for high quality products, thus increasing customer satisfaction. 

 The industry and community would gain knowledge in terms of leadership 

development, entrepreneurial competencies development, and teamwork development 

for improvement of working environment among the society. 

 

1.7 Scope and Delimitation of the Study  

 1.7.1 Scope of the Study 

The researcher focuses to study leadership style of top management, 

entrepreneurial competencies of top and middle management, and teamwork of all 

employees in TEP, and to propose organization development interventions with the 

purpose of increasing TEP organization effectiveness.   

The researcher focuses on the study of leadership style of eight top 

management employees in TEP which includes chief financial officer, human 

resource manager, marketing director, export sales manager, domestic sales manager, 

production manager, quality assurance manager, and logistic manager.  All top 

management were to assess their own leadership style.  The subordinates under each 

department managers were to assess their department manager’s leadership style.  The 

focus of entrepreneurial competencies study was on all management staffs of TEP, 
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including eight employees at top management and eleven employees at middle 

management level.  Teamwork study focuses on intradepartmental and 

interdepartmental teamwork of all employees in TEP at a total of 367 employees.  

 1.7.2 Delimitation of the Study 

 Due to the company’s policy, the real name of the company was not allowed 

to reveal in this study.  Thus, the name of the company listed in this research was not 

a real name; however, the study was based on the research of the real case of the 

target company. 

 The interventions to improve leadership skills and entrepreneurial 

competencies of leaders were accounted for long term and the impact of the 

inventions may not be significant due to time limitation of this study to implement 

and gather post OD analysis.  Due to the limitation of time, the researcher would only 

recommend OD interventions in this study.   

 

1.8 Definition of Terms 

 For clarification of this study, the following definitions of terms were used to 

assist in understanding. 

 Change management – is an organized, systematic application of the 

knowledge, tools, and resources to plan, initiate, realize, control, and finally stabilize 

change processes on both, corporate and personal level that provides organizations 

with a key process to achieve their business strategy. 

Competencies - are measurable skills, abilities and personality traits that 

identify successful employees against defined roles within an organization. 
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 Entrepreneurship - is the recognition and pursuit of opportunity regardless of 

the resources in place, with the innovative idea in mind and willing to take risk, have 

confidence for success, and flexible to change action as required to achieve the 

opportunity. 

 Entrepreneurial competencies - are the individual’s skills and abilities in 

achievement, thinking and problem solving, maturity or self confidence, directing and 

controlling, and influencing people which are promoting entrepreneurship of an 

individual within an organization. 

 Leadership - is a process of social influence in which one person is able to 

enlist the aid and support of others in the accomplishment of a common task.  (Martin 

M. Chemers, 1997). 

 Leadership - is a process of persuasion with optimism and building trust 

among team members and a function of having a vision and well communicating that 

vision among the team and having team members to take effective action. 

 Leadership style - is how the leader approaches opportunities, what he or she 

chooses to emphasize, to defer and to delegate to others.  (Thomas R. Krause, 2007). 

 Leadership style - is the manner and approach of a leader in his behavior in 

providing directive and supportive actions to team members which include their 

actions in making decision, providing instructions and directions, providing 

feedbacks, performance monitoring, and facilitating and encouraging subordinates. 

 Management – is members of employees at the level of top management and 

middle management of TEP. 

Organization development (OD) - is a system-wide application of behavioral 

science knowledge to the planned development and reinforcement of organizational 
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strategies, structures, and processes for improving an organization's effectiveness. 

(Cummings and Worley, 1993). 

Organization development intervention (ODI) - is the process of changing and 

managing change to improve effectiveness of organization through change 

management in organization’s processes, strategies, structure, people, and culture.  

Perception - is a conscious understanding, intuitive judgment, or opinion of an 

individual based on personal experience, heuristics, and available or observable 

information. 

Manager’s perception – is the manager’s own judgment or awareness of his or 

her own actions and behavior at workplace. 

 Teamwork - is a coming together of two or more individuals who share 

common goals to collaborate, co-operatively work on a project, solve problems, 

negotiate, and resolve conflicts to reach a desired productive outcome.  This involves 

how well the team communicates, monitor and provide feedback, how much they are 

interdependent on each other and each others’ tasks, and their willingness to change 

their action and course to achieve common objective within and between the 

departments of the organization.   
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CHAPTER TWO 

Review of Literature and Conceptual Framework 

  

This chapter is composed of review of literature and research on the following 

themes that serve as the basic for conceptualizing the content of this study.   

1. Organization as a System 

2. Organization Development 

3. Change Management 

4. Organization Development Interventions 

5. Adizes Corporate Life Cycle 

6. Leadership Styles  

7. Entrepreneurial Competencies  

8. Teamwork  

9. Conceptual Framework 

 

2.1 Organization as a System 

 Organization is a dynamic system with interrelationship between all of its 

parts, where the performance of each part has affect on the other parts and an 

organization as a whole.  Each part of the organization serves other parts in which a 

group of interdependent people performing interdependent processes to create an 

output which is the organization’s products or services with a common purpose or 

aim. 

Cummings and Worley (1993) has described that organizations are human 

systems of cooperation and coordination assembled within identified boundaries to 
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pursue shared goals or objectives.  A system is viewed as one big whole which is 

composed of parts or subsystems, and the system serves to integrate the parts into a 

single functioning unit.  System theory focuses on the structure and relationships or 

interdependence among different parts of the organization, and that different parts of 

the organization interact with each other to accomplish organization’s goal.   

Donald R. Brown and Don Harvey (2001) have explained organization as a 

system with a set of interrelated parts, each of which contributes to total 

organizational functioning and to the achievement of same purpose or goal.  The 

focus of system approach is on the effect of managerial functions and interrelationship 

between sub-elements of organization.  Organization is viewed as a system set flows 

of information, personnel, and material.  Inputs are the resources used for the 

processing functions, processes are the functions that are performed to produce goods 

or services, and outputs are products or services produced by organization. 

Figure 2.1. Organization as a System  

 

(Source: Brown, Donald R. and Harvey, Don. (2001). An Experimental Approach to 

Organization Development, 6th edition.)  
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Donald R. Brown and Don Harvey (2006) have also described that 

organization is an open system and is never static, and is effected by external 

environment.  Organization is effected by domestic and global competitors.  Changing 

needs of customers, life styles, and technology breakthrough have impact on 

organization and cause it to change to adapt to external forces.   

Figure 2.2. Organization as Open System  

 

(Source: Brown, Donald R. and Harvey, Don. (2006). An Experimental Approach to 

Organization Development, 7th edition.  Pearson Prentice Hall) 

 

 Carter McNamara (1997) has discussed that organization is a system which is 

a collection of parts or subsystems integrated to accomplish an overall organization 

goal.  This theory can be proven by the fact that more and more managers are 

recognizing the various parts of the organization, and, in particular, the interrelations 

of the parts in terms of coordination of central offices with other departments, 

engineering with manufacturing, supervisors with workers, etc. Managers now focus 
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more attention on matters of ongoing organization and feedback. Managers now 

diagnose problems, not by examining what appear to be separate pieces of the 

organization, but by recognizing larger patterns of interactions, and maintain 

perspective by focusing on the outcomes they want from their organizations. 

Dr. W. Edwards Deming defined organization as a system which is a group of 

interdependent people, items, processes, products, and services that have a common 

purpose or aim. A system cannot function effectively without a clear aim, 

communicated to everyone capable of measurably affecting system operation. 

Complex systems, like businesses, must have full cooperation among components to 

accomplish their aims.  A systems approach to business activities also reveals that all 

processes have suppliers providing inputs and customers utilizing outputs. Most 

companies have a large number of processes whose suppliers and customers are 

internal to the corporation.  A system that is capable of continual improvement can be 

illustrated in the next page. 
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Figure 2.3. Organization as a System of Production 

 

(Source: http://mot.vuse.vanderbilt.edu/mt322/Oas.htm) 

 In order to understand an organization as a system of production, Deming has 

stated that we have to consider: 

1. How we make what we make. 

2. Why we make what we make. 

3. How we improve what we make. 

By defining a system in this way, we can link the means of production with 

the aim or purpose of the organization in order to continually improve. "Aim" means 

the connection to the underlying social or community or customers needs, and the 

environmental issues that may affect the future of the organization.  
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2.2 Organization Development 

 Organization Development is an organization-wide long-term planned 

intervention to improve overall effectiveness of organization by aligning organization 

strategies, structures, and  processes; and changing and improving culture that 

promotes professional and personal development of people.  The soft side of the 

organization, people, is the most important dimension of the organization whereas the 

hard side of the organization such as structure and processes cannot be ignored.   

Organization mission, strategies, structure, and processes are the fundamental 

dimensions for people in the organization to operate effectively in the right direction.  

Thus, to set those dimensions the right way to the right direction, continuous 

improvement is crucial as a strong base for enhancement of individual development.  

Organization Development focuses on changing culture through changing believes, 

attitudes, and values of people in order to adapt to challenges, new technologies, and 

organization change itself such as change of strategies, structure, and processes.   

Richard Beckhard has discussed organization development (OD) as an effort 

that is planned, organization wide and managed from the top to increase organization 

effectiveness and health through planned interventions in the organization processes 

using behavioral science knowledge.   

Planned 

 OD takes a long-range approach to improving organizational 

performance and efficiency. It avoids the usual quick-fix.  

Organization-wide  

OD focuses on the total system and every unit of organization.  
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Managed from the top  

To be effective, OD must have the support of top-management. They 

have to model it, not just espouse it. The OD process also needs the buy-in and 

ownership of workers throughout the organization.  

Increase organization effectiveness and health 

 OD is tied to the bottom-line. Its goal is to improve the organization, 

to make it more efficient and more competitive by aligning the organization's 

systems with its people. 

Planned interventions 

After proper preparation, OD uses activities called interventions to 

make system wide, permanent changes in the organization.  

Using behavioral-science knowledge 

OD is a discipline that combines research and experience to understand 

people, business systems, and their interactions. 

Some argue that management from top is hierarchical, which is acceptable in 

only some cultures.  However, it is believed that if desired change is not supported by 

top management, there is very little chance that change will really occur and even be 

sustained. 

 Warren Bennis has described that OD is a reaction to change rather than being 

proactive.  Bennis has defined organization development as a response to change, a 

complex educational strategy intended to change beliefs, attitudes, values, and 

structure of organization so that they can better adapt to new technologies, markets, 

and challenges and the dizzying rate of change itself.  Bennis focuses on key factors 

that build organizational cultures: beliefs, attitudes, values, and structures.  Bennis’ 
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theory of organization development with focus on change of organization culture was 

later expanded by Edgar Schein into the idea of cultural iceberg which defines that 

organization change needs to penetrate the underlying beliefs, values, and 

unconscious assumptions made in the organization. 

 French Wendell L.and Bell Cecil H. Jr. (1995) has discussed that OD is a long 

term effort, led and supported by top management, to improve an organization’s 

visioning, empowerment, learning, and problem solving processes, through an 

ongoing, collaborative management of organization culture with special emphasis on 

the culture of intact work teams and other team configuration.  French and Bell also 

emphasize the use of consultant facilitator role, the theory, and technology of applied 

behavioral science including action research for OD. 

 Eric H. Nielsen (1984) has described OD as the attempt to influence the 

members of an organization to expand their candidness with each other about their 

views of the organization and their experience in it, and to take greater responsibility 

for their own actions as organization members. The assumption behind OD is that 

when people pursue both of these objectives simultaneously, they are likely to 

discover new ways of working together that they experience as more effective for 

achieving their own and their shared organizational goals. And that when this does not 

happen, such activity helps them to understand why and to make meaningful choices 

about what to do in light of this understanding. 

 

2.3 Change Management 

Change management takes into consideration both the processes and tools that 

organization uses to make changes at every level. Most organizations want change 
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implemented with the least resistance as possible. For this to occur, change must be 

applied with a structured approach so that organizational wide transition from one 

type of behavior to another will be smooth and can be retained.  It is a systematic 

approach to dealing with change both from organizational perspective and individual 

level.   

2.3.1 Kurt Lewin’s Three-Step Change Model 

Several researchers have described organization development as a change 

management.  Kurt Lewin has described three-step change model which comprises of: 

unfreeze, change, and refreeze the change within the organization. 

1. Unfreeze - involves the process of letting go of certain restricting attitudes 

during the initial stages.  In other words, how to make the organization as a 

system receptive to change, the needs for change are recognized and 

change agent initiates action for change. 

2. Change - involves alteration of self-conceptions and ways of thinking and 

to make the change. Solutions to the problems are proposed and 

interventions are implemented. In this stage, change interventions are 

implemented, resistances of change are removed, and necessary resources 

are provided to make change happen. 

3. Refreeze - involves solidifying or crystallizing the changes so that the 

change becomes a permanent part of organizational operation, monitor 

progress and result. 
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Figure 2.4. Kurt Lewin’s three-Steps Change Model. 

 

(Source from Lewin, Kurt.  (1947). “Frontiers in group dynamic,” Human Relation 1) 

 2.3.2 Oliver Recklies’ Seven Phases of Change 

 Oliver Recklies (August 2001) describes that change is the continuous 

adoption of corporate strategies and structures to changing external conditions, and 

change is not the exception but a steady ongoing process. Change management 

comprises both revolutionary one-off projects and evolutionary transformations.  

There are two types of changes: 

1. Organizational Development - A gradual and evolutionary approach to 

change. It bases on the assumption that it is possible to align corporate 

objectives with the individual employee’s objectives.  

2. Reengineering - A corporate transformation or business transformation. It is 

a more radical form of change management, since it challenges all elements 

of processes or structures that have evolved over time. 

 The most successful organizations are those that are able to adjust themselves 

to new conditions quickly. This requires planned learning processes that lead to 

improved organizational effectiveness and ideally, employees are able to reflect their 

own behavior in relation to the organizational context such as processes, products, 
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resources, and customers.  People perceive change processes in seven typical stages as 

described in figure 2.5. 

Figure 2.5. Seven Phases of Change 

 

(Source: Recklies, Oliver.  (2001, August).  Managing Change – Definition und 

Phases in Change Processes) 

1. Shock and Surprise - Confrontation with unexpected situations. This 

normally happens either by accident (e.g. losses in particular business 

units) or planned events (e.g. workshops for personal development and 

team performance improvement).  These situations make people realize 

that their own patterns of doing things are not suitable for new conditions 

any more. Thus, their perceived own competence decreases. 

2. Denial and Refusal - People activate values as support for their conviction 

that change is not necessary. Hence, they believe there is no need for 

change and their perceived competency increases again. 

3. Rational Understanding - People realize the need for change. According to 

this insight, their perceived competence decreases again. People focus on 

finding short term solutions, thus they only cure symptoms. There is no 

willingness to change their own patterns of behavior. 
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4. Emotional Acceptance - This phase is also called ‘crisis’, and is the most 

important one. Only if management succeeds to create willingness for 

changing values, beliefs, and behaviors, the organization will be able to 

exploit their real potentials. In the worst case, however, change processes 

will be stopped or slowed down here. 

5. Exercising and Learning - The new acceptance of change creates a new 

willingness for learning. People start to try new behaviors and processes. 

They will experience success and failure during this phase. It is the change 

managers’ task to create some early wins (e.g. by starting with easier 

projects). This will lead to an increase in people’s perceived own 

competence. 

6. Realization - People gather more information by learning and exercising. 

This knowledge has a feedback-effect. People understand which behavior 

is effective in which situation. This, in turn, opens up their minds for new 

experiences. These extended patterns of behavior increase organizational 

flexibility. Perceived competency has reached a higher level than prior to 

change. 

7. Integration - People totally integrate their newly acquired patterns of 

thinking and acting. The new behaviors become routine. 

 

2.4 Organization Development Intervention 

OD interventions are structured and planned activities designed for an 

organization’s unit or individual with a purpose to change their behavior to create 

desired changes towards organization improvement. 
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2.4.1 Four Areas of Consideration in OD Intervention 

Wendell L. French and Cecil H.Bell, Jr. (1995) have explained OD 

interventions as sets of structured activities in which selected organizational units, 

whether it is target groups or individual, engage with a task or sequences of tasks that 

are related to organizational improvement, and those actions are taken to produce 

desired change.  There are four areas of consideration in OD intervention.   

1. Corrective action interventions – are implemented to fix the current 

problems that the organization is facing. 

2. Enabling action interventions – are implemented to seize unrealized 

opportunities or something that the organization desires to achieve. 

3. Alignment activity interventions – are implemented to align organization 

processes and activities to the same direction with the organization goal. 

4. New vision interventions – are implemented to build necessary structures, 

processes, and culture to support the new vision.   

2.4.2 Conselcube Model 

 Blake and Mouton, Counselcube model (1976) have summarized OD 

interventions by organizational unit of change, focal issue, and kind of 

intervention.  Unit of change levels are divided into individual, group, inter-

group, organization, and the social system in which organization exist.  There 

are four categories of focal issues: power and authority relation, morale and 

cohesion, norms and standards, and goals and objectives.  The kind of 

interventions to be implemented as described in figure 2.6 is based on these 

three factors. 
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Figure 2.6. The Blake & Mouton Conselcube Model  

 

 (Source: R.Blake and J. Mouton. (1976). Consultation reading) 

1. Acceptance – consultant provides indirect and passive support to let the 

client to explore the problems. 

2. Catalytic – consultant supports client’s self diagnosis and examination by 

providing data, methods, and consultation services to help client solve 

their problems. 

3. Confrontative – client is challenged by consultants with probing questions, 

theories, and data on their attitudes, values and procedures, and proposed 

alternatives which motivates them to act. 

4. Prescriptive – consultant acts as an expert in the field, controlling the 

situation, collecting data and recommending solutions to the client. 
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5. Theory and principles – consultant provides training to client with specific 

theoretical approach, diagnoses problems by using the approach, and lets 

client solve internal simulated problems, then real problems. 

 2.4.3 Different Levels of OD Interventions 

  Gary N.McLean (2006) has described that OD can influence 

organization at many levels, thus interventions that are implemented in OD 

can be targeted at different levels: individual, team or workgroup, process, 

global components of organization, or the whole organization level as follows. 

 Individual Interventions 

  Every organization is made of individuals and it is very important that 

the individual is focused as one aspect for OD interventions.  The followings 

are types of interventions that can be implemented focusing on individuals. 

1. Laboratory Training Groups (T-Groups) – A small group meets over two 

to three days with the intent of providing in-depth feedback to each other 

as to how each individual is perceived within the group.  The purpose of 

this process is to increase self-awareness, especially related to how one 

interacts in a group. 

2. Coaching – The process of equipping people with the tools, knowledge, 

and opportunities they need to develop themselves and to become more 

effective.  Coaching can be provided at any level of organization, but it is 

more likely to be available to senior managers and executives, and almost 

always offered by external resources. 
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3. Mentoring – It is to help individuals take advantage of opportunities for 

career and personal enhancement, and often offered internally and 

informally. 

4. Self-Awareness tools – The objective of these tools are to help individuals 

understand aspects of their personalities. 

5. Reflection – It is the self assessment process intended to carry out 

regularly to improve individual through reflection on their work, their 

interactions, their success, and failures. 

6. Training, Education, and Development – This includes training with direct 

and immediate application to the person’s work, education with long term 

application to the person’s work, and development for individual’s 

purpose. 

7. Leadership Development – This program is by definition but not always in 

practice, applies across the organization and across all the levels. 

8. Multirater (360 –degree) Feedback – It is the process of receiving 

perception of one’s performance from supervisors, peers, direct reports, 

self, and even customers, and used solely for developmental purpose. 

9. Job Design – Examining the components of job leads to enhancement of 

job for most people and thus improves work efficiency and job 

satisfaction. 

10. Job Description – Job description can help ensure that all tasks that must 

be performed are assigned. 
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11. Responsibility Charting – It is a formal process of clarifying ambiguity of 

responsibility to eliminate overlapping responsibilities and to ensure that 

there are no uncovered areas of responsibility. 

12. Policies Manual – This handbook contains a wide range of topics 

including vacations, holidays, benefits, pay periods, promotion processes, 

etc, to provide employees with clear expectations and guidance. 

13. Values Clarification and Values Integration – Values clarification 

exercises help individual determine what their values are.  Value 

integration is a process that helps individuals compare and align their 

values. 

14. Conflict Management – Conflict implies differences of opinions and it is 

important that healthy conflict is nourished and unhealthy conflict is 

removed.  Thus, managing conflict is one of the preferred interventions to 

implement in the organizations. 

15. Action Learning – It is an approach to working with people and 

developing people that uses work on actual project as a way to learn.  

Learning coach often works with the group to help members in balancing 

their work life while learning. 

 Team/Work Group Interventions 

 The goal of this type of interventions is to increase efficiency and 

effectiveness of the group. 

1. Dialogue Sessions – A structured conversation to explore the issue that has 

potential for conflict and to bring to desired outcome with a deeper 

understanding of the issue rather than persuasion. 
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2. Team Building – There are many approaches to this intervention.  It ranges 

from artificial tasks, ice breakers, games, etc. 

3. Team Development / Effectiveness – During this type of intervention, OD 

professionals serve as a mirror to the group and team members to provide 

reflection to their actions and behaviors. 

4. Meeting Facilitation – This type of intervention is where OD professionals 

provide feedback and train participants in activities such as role 

identification and description, development of timed agenda, and 

determination of appropriate individuals for the meeting, etc. 

5. Conflict Management / Confrontation Meetings – Conflicts within the 

group as well as among the groups need to be managed and handled 

properly to get desired outcome with deeper understanding.  OD 

Professionals helps to facilitate groups to confront their suppressed 

conflicts and conflicts at hand. 

6. Fishbowls – This intervention is applied when individuals are not aware of 

the impact of their actions on team functioning.  A small group is placed in 

the center and interacting normally, and others are circling the group to 

provide feedback on the interaction. 

7. Strategic Alignment Assessment – The focus of this intervention is to 

determine how well the team aligned with organization’s strategy.  Semler 

(2000) has developed an instrument for this measurement. 

Process Interventions 

  The focus of these interventions is on the improvement of organization 

processes. 
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1. Six-Sigma – It is a tool for improving productivity and management 

philosophy. 

2. Continuous Process Improvement / TQM – This intervention is to 

continuously improve organization processes in various ways using 

various types of tools. 

3. Process Reengineering – This focuses on radical redesigning of business 

processes to improve productivity and performance. 

4. Benchmarking – Organization compares itself to other organizations to 

determine how well they are performing.  There are two types of bench 

marking: compare outcomes, and compare processes. 

5. Sociotechinical Systems (STSs) - It is designed to create processes that 

integrate and balance people’s needs with the tools and equipments used 

within the organization. 

Global Interventions 

 When the organization expands globally, it is important to take into 

account how to work effectively across different cultures.   

Virtual Teams and Virtual Team Building – is used as one of the 

interventions to develop team using online resources. 

 

2.5 Adizes Corporate Life Cycle 

Every organization is like any other organism, it has a lifecycle and as they 

grow and develop, they undergo predictable patterns of behavior.  The organization 

faces with a unique set of challenges at each stage of its life cycle. How well or poorly 

management addresses these challenges has a significant impact on the success or 
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failure of the organization.  Adizes corporate life cycle is developed by Adizes 

Institute, Dr. Ichak Adizes being the founder and professional director.   

The challenges that every organization faces at each stage of the life cycle 

arises from the growth of the company and from external changes in markets, 

competitors, technology and the general business and political environment. There are 

five important insights about the nature of problems in organizations.  

2.5.1 Problems are natural result of change.  As long as the organization grows and 

changes to react to new market and technology, there will be problems to 

address and resolve. 

2.5.2 Role of the leader is not to prevent problems but to focus on organization’s 

ability to realize the problems and to resolve them. 

2.5.3 When faced with problems there are normal problems, which occur during 

each stage of life cycle, and unusual problem, which are unexpected.  It is 

important to focus on unusual problems since normal problems tend to resolve 

themselves during the natural course of growth and development. 

2.5.4 By understanding the nature of corporate life cycle, management team share a 

common understanding of this knowledge before problems arise. 

2.5.5 “The "age" of a company in terms of its lifecycle is not related to its 

chronological age, the number of employees, or the size of its assets. Instead, 

the lifecycle age is defined by the interrelationship between flexibility and 

control.” (http://www.adizes.com/corporate_lifecycle_overview.html) 
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Figure 2.7. Adizes Corporate Life Cycle 

 

 (Source: http://www.adizes.com/corporate_lifecycle_overview.html) 

 Courtship is the first stage of the Adizes corporate life cycle.  The company at 

this stage is not yet born and the primary goal at this stage is for the founders to build 

their dream into reality.  Founders’ commitment is essential to build the company at 

the stage.  The company can divert into the stage of Affair where founders 

commitment evaporates at the face of difficulty. 

 Infancy stage of the company begins when the founders undertake financial 

risk and sign the loan documents or promise certain percentages of the company to 

outside investors.  This is the stage where the idea turns into action.  Infant Mortality 

occurs when the company makes mistakes and results in negative cash flow which 

make the founders to loose their interest and commitment and finally give up. 

 A company is at the Go-Go stage when it is gaining strong cash flow from 

successful products and services.  The company attracts not only more and more 

customers at this stage but also new investors.  Founder or Family Trap occurs when a 

company at Go-Go stage is unable to be relieved from its founder’s dependency.  At 
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this stage, the company is unable to develop new abilities and skills sets.  This trap 

occurs when the founder is unwilling to decentralize control and delegate effectively. 

 At Adolescence stage, the company is reborn after going through the changes 

during the Go-Go stage.  At this stage, the company is fighting its way to success 

apart from that provided by founders.   The fighting of the company to be independent 

from the founders is so severe that it can be result in Divorce stage.  If the 

professional managers are pushed out, the company can go back to either a Go-Go 

stage or become Unfulfilled Entrepreneur.  If the founder is pushed out by the 

professional managers, there will be lack of entrepreneurial spirit and the company 

will be led into Premature Aging. 

 The company is at the optimal stage of the life cycle at the Prime stage, where 

there is a balance between control and flexibility.   

 Stable stage is positioned at the top of the life cycle curve.  Companies that are 

at this stage start to loose vitality and begin to age.  Stable companies are often cash 

rich and have strong financial statements. 

 The effects of steady decline in flexibility which begins in Prime stage, 

becomes obvious at this stage, Aristocracy.  The company has neglected to focus on 

long-term goals thus the company’s focus becomes increasingly on short-term 

opportunities and goals.  With the short-term goals which are financially oriented and 

low risk, the company condition is becoming stale at this stage. 

 The company faces with Early Bureaucracy stage when it is unable to reverse 

its down turn at Aristocracy stage.  Companies at this stage starts to focus on who 

causes the problems rather than how to solve the problems. 



 46

 At Bureaucracy stage, the company is kept alive by artificial life support 

although it should be dead.  The company gives birth to the third time with artificial 

life support.  However, the company is heading towards the Dead stage, the final 

stage of the corporate life cycle, when no one remains committed to keep the 

company alive.  

  

2.6 Leadership Styles 

 Leadership is a process of getting things done through people.  Leadership is 

an art with a number of different approaches or styles.  Leadership style that 

individual uses, based on a combination of their beliefs, values and preferences, as 

well as the organizational culture and norms which encourage some styles and 

discourage others.  

 2.6.1 Leadership Review 

 Luisser and Achua (2001) have described leadership as the influencing process 

of leaders and followers to achieve organizational objective through change.  

Influencing includes power, politics, and negotiation in which a leader uses to 

communicate ideas, gain acceptance and motivate followers to support and implement 

ideas through change.  Luisser and Achua have described the following key elements 

to describe leadership.   
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Figure 2.8. Leadership definition key elements 

 

 (Source: Luisser, Robert N., Ph.D. and Achua, Christopher F.  (2001)  

Leadership: Theory, Application, Skill Building.) 

 Influence 

Influencing is a process of communicating ideas and gaining 

acceptance from the team members.  Relationship between leader and team 

member plays an important role in how well a leader can influence the 

members. 

 People 

One of the most important characteristics of a leader is to be able to get 

along with people, motivate them and help them to succeed.   

Organizational objectives 

Effective leader influences followers to think of not only of their own 

personal interest but also the interest of organization as a whole.   

 Change 

Effective leader realizes the need for change and continuous 

improvement of performance.  Leaders set objectives for change, and 
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influences and motivates people to change to adapt to rapidly changing global 

environment the organization is facing. 

2.6.2 Leadership Behavior Review 

Thomas R. Krause (2007) has explained that unlike management behaviors, 

which are directed at what to do, leadership behaviors address how the leader's task 

fits the overalls goals of the organization. The following are a set of observable 

behaviors, or best practices, that recur among highly effective safety leaders as 

follows: 

Vision-The effective leader sees precisely what safety excellence looks like, 

articulates the vision, and conveys it in a compelling way throughout the organization. 

For example: acting in a way that communicates high personal standards in safety, 

helping others question and rethink their assumptions about safety and describing a 

compelling picture of what the future can be.  

Credibility-The effective leader commands believability and trust among other 

people in the organization, including both peers and direct reports. Examples include 

a willingness to admit mistakes, going to bat for direct reports and for the interests of 

the group and giving honest information about safety, even when it is not well 

received.  

Collaboration-The effective leader works well with other people, promotes 

cooperation and collaboration in reducing exposures to hazards, actively seeks input 

from people on issues that affect them and encourages others to implement their 

decisions and solutions for improving safety.  

Communication-The effective leader is a great communicator. He encourages 

people to give honest and complete information about safety even if the information is 



 49

unfavorable. This leader keeps people informed about the big picture in safety and 

communicates frequently and effectively up, down and across the organization.  

Action Orientation-The effective leader proactively addresses safety issues. 

This leader gives timely, considered responses to safety concerns, demonstrates a 

sense of personal urgency and energy to achieve safety results and delivers results 

with speed and excellence.  

Feedback and Recognition-The effective leader provides usable feedback and 

recognizes people for their accomplishments. This person publicly recognizes the 

contributions of others, uses praise more often than criticism, gives positive feedback 

and recognition for good performance, and finds ways to celebrate accomplishments 

in safety.  

Accountability- Effective leader practices accountability by providing people a 

fair appraisal of their efforts and results in safety, clearly communicates people's roles 

in the safety effort and fosters the sense that every person is responsible for the level 

of safety in his or her organizational unit. This practice comes last because, absent the 

other practices, accountability risks become blame and damaging performance.  

 2.6.3 Leadership Styles Review 

 Ken Balnchard has described leadership style as “the pattern of behavior 

leaders use, over time, to influence others, as perceived by them”. 

Chris Parker and Brian Stone (2002) have described leadership styles as 

different ways in which leaders exercise power.  They can be identified by: 

1. The extend leader tells staffs of their decision. 

2. The extend leader sells their decisions to staffs. 

3. The extend leader enables staffs to participate in decision making. 
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4. The extend leader delegates decision making to staffs. 

How attitudes develop leadership style. 

Chris Parker and Brian Stone (2002) have combined leader’s attitude towards 

others, using McGregor’s Theory X and Theory Y, and leader’s attitude towards self 

illustrates how these sets of attitudes develop into four different leadership styles as 

shown in the table below. 

Table 2.1. Leadership styles based on attitudes 

 Theory Y Attitudes Theory X Attitudes 

Positive  

Self-concept 

Leader gives and accepts 
positive feedbacks, expect 
others to succeed, and let 
others do the job their way. 

Leader is bossy, pushy, and 
impatient, does much criticizing 
with little praising, and is very 
autocratic. 

Negative 

Self-concept 

Leader is afraid to make 
decisions, is unassertive, and 
self-blaming when things go 
wrong. 

Leader blames others when 
things go wrong, is pessimistic 
about resolving personal or 
organizational problems, and 
promotes a feeling of 
hopelessness among followers. 

(Source: Luisser, Robert N., Ph.D. and Achua, Christopher F.  (2001)  Leadership: 

Theory, Application, Skill Building) 

Theory X assumes that employees dislike and attempt to avoid it, employees 

has no ambition, wants no responsibility, and would rather follow than lead.  

Employees are self-centered and do not care about organizational goal, they are 

resistant to change and they are not intelligent and competent. 

Theory Y assumes that employees are self-directed and committed to work and 

their objectives, seek for responsibilities, and are competent and self-motivated to 

accomplish their tasks.   
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Self-concept refers to positive or negative attitudes people have about 

themselves.  A person with a positive self-concept has a positive view of himself as 

being a capable person and tends to have a positive self-confidence trait. 

 2.6.3.1 Classical leadership style – the leadership continuum. 

 Boss-centered versus employee-centered leadership continuum 

 Robert Tannenbaum and WarrenH. Schmidt have described the boss-centered 

and employee-centered leadership styles based on the following forces and 

constraints. 

1. Forces in the leader - some leaders are directive by nature and some are 

comfortable in sharing decision making.  Leader who believes and let team 

members have a say in the decision making process tends to be employee-

centered. 

2. Forces in subordinates – team members who expect to share decision 

making can be readily granted authority.   

3. Forces in situation – there are times that the team members have 

knowledge to handle the problem, whereas sometimes only the leader has 

enough competence to solve the problem. 

4. Time constraint – employee-centered leadership is more time consuming 

than only leader making decision, and in some cases with the immediate 

need of action, boss-centered leadership is taken into account. 
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Figure 2.9. Continuum of leadership behaviors 

 

(Source: Tannenbaum, Robert and Schmidt, Warren H. (May 1973).  How to choose a 

leadership pattern.  Harvard Business Review) 

 

The autocratic-participative-free rein continuum 

 Tannenbaum, Robert and Schmidt model has gradually evolved into three 

main different leadership styles that were adopted to Kurt Lewin’s leadership style. 

1. Autocratic – Leaders with this style retain most of the decision making 

process to themselves and assume that team members will comply to their 

decision.  Authoritarian leaders are task-oriented and they emphasize on 

getting task accomplished.  Authoritarian leaders provide clear 

expectations for what needs to be done, when it should be done, and how it 

should be done. There is also a clear division between the leader and the 

followers. Authoritarian leaders make decisions independently with little 

or no input from the rest of the group.  Authoritarian leadership is best 
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applied to situations where there is little time for group decision-making or 

where the leader is the most knowledgeable member of the group. 

2. Participative – Leaders with this style share decision making with team 

members.  They can be classified into three subtypes: consultative, 

consensus, and democratic.  Consultative leaders confer with team 

members before making decision, yet they retain final authority to make 

decision.  Consensus leaders make decision that reflects general team 

agreement.  Democratic leaders function as collectors of team opinion and 

make decision by voting among the team. 

3. Free rein – Leadership is provided to the group indirectly.  Team members 

are provided freedom to figure out how to perform tasks at their best.  This 

type of leaders offer little or no guidance to group members and leave 

decision-making up to group members. While this style can be effective in 

situations where group members are highly qualified in an area of 

expertise, it often leads to poorly defined roles and a lack of motivation.  

This style works best with well motivated and experienced team members.   

 

 

 

 

 

 

 

Figure 2.10.  The autocratic-participative-free rein continuum 
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(Source: Dubrin, Andrew J.  (2003). Leadership: Research Findings, Practice, and 

Skills.  Houghton Mifflin Company) 

 

2.6.3.2 Leadership Grid Style. 

Developed by Robert R. Blake and Jane S. Mouton, The Leadership Grid® 

provides a framework for understanding types of leadership.  The grid consists of two 

behavioral dimensions:  

1. Concern for production  

2. Concern for people 

Blake and Mouton characterize five different leadership styles according to the 

varying emphasis on each of these two dimensions (with a range of 1 to 9 on each 

continuum), as illustrated in figure 2.11 . They suggest that most effective leadership 

is characterized by the combination of high concern for production with high concern 

for people.  
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Figure 2.11. Leadership Grid® (Blake and Mouton) 

 

(Source: Dubrin, Andrew J.  (2003). Leadership: Research Findings, Practice, and 

Skills.  Houghton Mifflin Company.) 

Team management 

Contribute and commit.  Work accomplishment is from committed people; 

interdependence through a "common stake" in organization purpose leads to 

relationships of trust and respect.  Leader with this style leads goal directed team 

approach that seeks to gain optimum results through participation, involvement, and 

commitment. 

 Authority-Compliance management 

 Direct and dominate.  Efficiency in operations results from arranging 

conditions of work in such a way that human elements interfere to a minimum degree.  
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Leader with this style concentrates on maximizing production by exercising power 

and authority and dictating people. 

 Impoverished management 

 Evade and elude.  Exertion of minimum effort to get required work done is 

appropriate to sustain organization membership.  This type of leader does only the 

minimum required to remain a member of the organization.  This type of leader is, in 

fact, not qualified to be a leader. 

 Country club management 

 Yield and comply.  Thoughtful attention to the needs of people for satisfying 

relationships leads to a comfortable, friendly organization atmosphere and work 

tempo.  Leader in this grid pays attention on good feelings among team even at the 

expense of achieving goal. 

 Middle of the road management 

 Balanced and compromise.  Adequate organization performance is possible 

through balancing the necessity to get out work with maintaining morale of people at 

a satisfactory level.  This type of leaders perform their job, however avoid making 

waves and conform to status quo. 

 2.6.3.3 Ken Balnchard’s Situational Leadership Style. 

 According to Situational Leadership II® model developed by Ken Balnchard 

and Paul Hersy, managers must use different leadership styles depending on the 

situation.  The studies have shown that leadership pattern falls into two basic 

categories according to Situational Leadership II® model as follows: 

1. Directive behavior – involves telling and showing people what to perform, 

how to perform, and when to perform; monitoring performance; and 
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providing frequent feedback on results.  This behavior of leadership 

develops competence in others. 

2. Supportive behavior – focuses on developing positive attitudes and 

feelings towards the goal, and fostering and developing individual’s 

commitment and initiatives.  This type of behavior includes listening, 

facilitating, encouraging, and involving people in decision making.  This 

behavior of leadership builds commitment in others.   

Situational Leadership II® model in figure 2.12 defined four styles of 

situational team leadership which are directing, coaching, supporting, and delegating 

styles based on the relationship between leadership behaviors and individual’s 

development level, combination of competence and commitment, on specific goal.  

The goal of situational leadership style is to match the leadership style which is 

appropriate individual’s development level.  The leader provides support and 

direction to individual to move along the development continuum, and as 

development level of individual is changed, the leader’s style changes accordingly in 

order to lead effectively. 
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Figure 2.12. The Situational Leadership II® model 

 

(Source: Situational Leadership II® The Article. Developing competence, gaining 

commitment, retaining talent. (2001). The Ken Blanchard Companies) 

 

Development level of an individual is determined by competence, the 

knowledge and skills an individual brings to accomplish a specific task or goal, and 

commitment, a combination of individual’s motivation and confidence to accomplish 

specific task or goal.  The development level applies to the individual’s competence to 

specific task or goal and not to the individual as a person.  There are four levels of 

individual’s development as follows: 



 59

D1: Enthusiastic beginner – are low competence and high commitment.  The 

individual at this level of development has very little experience on the specific task 

and is enthusiastic and ready to learn.  People at this level are hopeful, inexperienced, 

curious, unskilled or have new skill, optimistic, and enthusiastic. 

D2: Disillusioned learner – are low at some competence and commitment.  

The individual at this level of development commonly experiences disillusion when a 

task is getting difficult and different than expected.  People at this level are 

overwhelmed, confused, demotivated, demoralized, frustrated, discouraged, and have 

flashes of competence. 

D3:  Capable but cautious performer – are moderate to high competence and 

variable commitment.  The individual at this level of development goes through self 

doubt stage whether they can perform the task well on their own.  This influences 

individual’s commitment to fluctuate from excitement to insecurity.  People at this 

level are self-critical, cautious, doubtful, contributing, insecured, unsure, and bored or 

apathetic. 

D4: Self reliant achiever – are high competence with high commitment.  The 

individual at this level of development establishes a high level of competence and 

commitment on specific task or goal.  People at this level are justifiably confident, 

consistently competent, inspired, inspiring others, expert, autonomous, self-assured, 

accomplished, and self-directed.  

There are four different styles of leadership varying in amount of direction and 

support a leader provides to an individual. 
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S1: Directing leadership style  

A leader provides specific direction on what and how tasks or goals are to be 

accomplished and monitor performance closely.  Decisions are made by the leader 

and communicated to the others.  The behaviors of this style are as follows. 

1. Acknowledges enthusiasm and transfer skills 

2. Define goals, timelines, and priorities 

3. Define roles, limits, and boundaries 

4. Takes the lead in action planning and problem solving 

5. Organizes and shares information and resources 

6. Develops a plan for learning and practicing new skills 

7. Teaches and shows how 

8. Gives examples of what a good job would look like 

9. Checks and monitors learning frequently to give feedback 

S2: Coaching leadership style 

A leader directs tasks, and seeks for suggestions and ideas from others. Final 

decisions are made by the leader while suggestions are welcome.  The behaviors of 

this style are as follows. 

1. Involves individual in clarifying goals and action plans, but make final 

decision 

2. Listens to the individual’s concerns and ideas 

3. Provides perspective that progress is being made 

4. Involves individual in problem solving and decision making 

5. Helps individual analyze successes and failures and consider alternatives 

6. Gives advice and ideas and share example of other works 
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7. Provide information, resources, and coaching  

8. Explains why (about what and how) 

9. Encourages, provides frequent feedback, and praise to build competence 

S3: Supporting leadership style 

A leader leaves daily operational processes and decision making to 

individuals.  A leader involves in problem solving, but encourages and facilitate 

individual’s decision making and problem solving.  The behaviors of this style are as 

follows. 

1. Encourages individual to take the lead in goal setting, action planning, and 

problem solving 

2. Asks questions, listen to concerns, and serves as a sounding board 

3. Facilitates self-reliant problem solving and evaluation 

4. Asks: How can I help? 

5. Shares expertise and collaborates when asked 

6. Reflects on past success and skills to build confidence 

7. Suggests ways to make the goal more interesting or challenging if 

motivation is low 

8. Removes obstacles to accomplish goal 

S4: Delegating leadership style  

A leader empowers individuals to act independently and provides necessary 

resources to accomplish tasks or goals.  Most decisions are made by individuals.  The 

behaviors of this style are as follows. 

1. Expects individual to take charge and keep others informed 
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2. Expects individual to take responsibilities for goal setting, action planning, 

and decision making 

3. Trusts individual’s judgment 

4. Expects individual to evaluate own work and to continually innovate 

5. Encourages individuals to challenges themselves to even higher levels of 

performance 

6. Provides opportunities to share knowledge and skills, mentor and teach 

others 

7. Acknowledges, values, and rewards contributions 

8. Provides additional resources as required  

Matching leadership style to individual’s development level. 

Directing style for development level 1 (S1 for D1) – This is effective since the 

high direction and instructions foster task knowledge and skill individual needs to 

accomplish the specific task.  There is less need for support at this level since 

individual is enthusiastic to learn and perform. 

Coaching style for development level 2 (S2 for D2) – This type of leader 

provides individual with high instructions and directions to develop competence and 

increase support to counter commitment drop. 

Supporting style for development level 3 (S3 for D3) – Leader providing high 

supportive style benefits the individuals with variable commitment, and overcome 

individual’s motivational problems.  Individual at this level compose moderate to high 

competence, and little direction is needed from the leader. 

Delegating style for development level 4 (S4 for D4) – Since the individual is 

highly competent and highly committed at specific task, little direction and little 
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support is needed.  Individual has the ability to provide own direction and is self-

motivated. 

2.7 Entrepreneurial Competencies 

 Competency is an individual’s abilities and skills and performance at a chosen 

career.  Some competencies may be general and some may be particular to a specific 

career.  The researches have shown that entrepreneurial competencies are teachable 

and learnable behaviors rather than born personality traits.   

2.7.1 Entrepreneur and Entrepreneurship Review 

Bill Bolton and John Thompson have described entrepreneur as a person who 

habitually creates and innovates to build something of recognized value around 

perceived opportunities.  There are substantial amount of disagreement concerning the 

concept of entrepreneurial competencies, while some believe that individual can be 

thought to become entrepreneur, others believe that it is impossible.  Peter Drucker 

believes that entrepreneurship can be learned and anybody in the organization can 

learn to become an entrepreneur. 

Jeffrey A.Timmons has described entrepreneurship as human, creative act that 

build something of a value from practically nothing, and is the pursuit of opportunity 

regardless of the resources or lack of resources at hand.  It requires a vision and 

passion and commitment to lead others in the pursuit of that vision, and willingness to 

take risks. 

Robert Ronstand has described entrepreneurship as the dynamic process of 

creating incremental wealth by individuals who assume the major risks in terms of 

equity, time, and/or career commitment of providing value for some product or 



 64

service which may or may not be new or unique but value must somehow be infused 

by entrepreneur by securing and allocating the necessary skills and resources. 

  

2.7.2 Classification of Entrepreneur Review 

 Classification of entrepreneur provides insight into how entrepreneurs work 

and factors underlying their success.  Landau (1982) has described that the 

characteristics of innovation and risk taking provide a basis for classifying 

entrepreneur. 

“Innovation is the specific tool of entrepreneurs, the mean by which they 
exploit change as an opportunity for a different business of a different service.  
It is capable of being presented as a discipline, capable of being learned, 
capable of being practiced.  Entrepreneurs need to search purposefully for the 
sources of innovation, the changes and their symptoms that indicate 
opportunities for successful innovation.  And they need to know an to apply 
the principles of successful innovation.” (Peter Drucker, 1985) 

 

Figure 2.13. Landau’s classification of entrepreneurial types 

 

(Source: Wickham, Philip A.  (2001). Strategic Entrepreneurship, 2nd edition) 

  

 Gambler is characterized by low degree of innovation and high level of risk.  

This type of entrepreneur rises from the fact that without innovation, the entrepreneur 

is taking a big risk in providing value better than existing players in the market. 
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 Consolidator is the entrepreneur who develops venture based on low risk and 

low innovation, and they are at best on improving what existing players are already 

providing in the market. 

 Dreamer attempts to combine high level of innovation with low level of risk,  

however the dream cannot be realized without taking significant risk. 

 Entrepreneur is a true entrepreneur who takes significant level of risk to 

provide innovation and be different from what existing players in the market have 

already been providing. 

  2.7.3 Entrepreneuria l Competencies Review 

 Dr. Jyotsna Sethi, and Dr Anand Saxena have explained that entrepreneurial 

competencies mean abilities and skills of individual and that recognition of these 

competencies as abilities and skills makes entrepreneurship as a teachable and 

learnable behavior.  The following describes a set of entrepreneurial competencies 

developed by the Entrepreneurship Development Institute of India (EDI). 

Initiative- acting out of choice rather than compulsion, taking the lead rather than waiting 

for others to start. 

1. Initiative – taking proactive action and be the first to take action towards goal. 

2. Sees and acts on opportunities- a mindset where one is trained to look for 

business opportunities from everyday experiences. 

3. Persistence- a ‘never say die’ attitude, not giving up easily, striving. 

4. Information seeking - continuously until success is achieved. 

5. Knowing- knowing who knows, consulting experts, reading relevant material 

and an overall openness to ideas and information. 
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6. Concern for high quality of work- attention to details and observance of 

established standards and norms. 

7. Commitment to work contract- taking personal pains to complete a task as 

scheduled. 

8. Efficiency Orientation- concern for conservation of time, money and effort. 

9. Systematic Planning- Breaking up the complex whole into parts, close 

examination of the parts and inferring about the whole; e.g. simultaneously 

attending to production, marketing and financial aspects of the overall 

business strategy. 

10. Problem solving- observing the symptoms, diagnosing and curing. 

11. Self-confidence- not being afraid of the risks associated with business and 

relying on one’s capabilities to successfully manage these. 

12. Assertiveness- conveying emphatically one’s vision and convincing others of 

its value. 

13. Persuasion- eliciting support of others in the venture. 

14. Use of influence strategies- providing leadership. 

15. Monitoring- ensuring the progress as planned. 

16. Concern for employee welfare- believing in employee well-being as the key to 

competitiveness and success. 

2.7.4 Influences in the Move to Entrepreneurial  

Philip A. Wickham (2001) has explained that whatever forces that acting on 

individual to become entrepreneur is an individual’s own decision and we need to 

understand the factors influencing in driving and shaping that decision in order to 

understand individual’s need and motivation to become entrepreneur.  The need of 

individual is divided into three main categories: economic needs, the need for income 
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to be stable and predictable; social needs, the desire to be a part of and fit into a 

particular group and to be recognized and respected among the group; and 

developmental needs, desire of an individual to achieve personal goals and to grow 

intellectually or spiritually.  

Figure 2.14. A model of the move to entrepreneurship 

 

(Source: Wickham, Philip A. (2001). Strategic Entrepreneurship , 2nd edition.  UK: 

Prentice Hall) 

  

 Knowledge - the individual must acknowledge that there is an entrepreneur option 

exists and must be aware of own potential and capabilities. 

 Possibility – there must be no significant restrictions for individual to undertake 

entrepreneurship and must have possibility to pursue that option. 

 Risk – individual will only make a move toward entrepreneurship only if risks are 

being accepted and taken, and must ensure that such risk is worth taking to accomplish 

the goal. 
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 Valence – individual is attracted by different mix of opportunities and needs to 

move towards entrepreneurship.  

 

2.8 Teamwork 

 Teamwork is working cooperatively together of individuals as a team to 

accomplish the same goal or objective.   Teamwork is one of the most essential 

activities for an organization’s success.  Organizations which have reorganized their 

workforce into teams in this way claim substantial improvements in morale, job 

satisfaction, productivity and quality.   

 “Team is a distinguishable set of two or more individuals who interact 

interdependently and adaptively to achieve specified, shared, and valued objectives”.  

(Morgan, Glickman, Woodard, Blaiwes, & Salas, 1986).   

Richard S. Wellins, William C. Byham, and Jeanne M. Wilson (1991) have 

described teamwork as “active participation in, and facilitation of, team effectiveness; 

taking actions that demonstrate consideration for the feelings and needs of others; 

being aware of the effect of one’s behaviors on others.”   

 Nicky Hayes (1997) has described that teamwork is delegation and 

empowerment and passing responsibilities over to working teams in order to get on 

with what each team members has to do without continually having to refer to higher 

levels in the organization.  In other words, the team needs to be given enough 

authority to make decision about their work and enough power to ensure proper 

operation and reach expected outcome. 
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2.8.1 Aspects of Teamwork 

Richard A. Guzzo (1995) has explained that teamwork exists when the group 

members interact, work towards valued, common, specified goals and objectives.  

Team members must show competence not only in the area of their own duties but 

also in the areas of the other team members with whom they directly interact with.  

Teamwork is more than accomplishment of the individuals within the group.  It also 

involves behaviors that team members interact with each other to achieve desired 

objective.  There are nine aspects of teamwork as described by Guzzo as follows: 

1. Monitor performance - members monitor one another’s performance 

2. Feedback - members provide feedback to each other  

3. Communication – teamwork involves effective communication among 

members 

4. Willing to back up - members are prepared and willing to back up other 

members during operation 

5. Group success - members view themselves as a group and take their 

success depends on their interaction with the other members 

6. Interdependence - members foster team interdependence of tasks 

7. Flexible - members are flexible and have ability to alter their behavior on 

different situations.   

8. Change - team not only changes but develops over time. 

9. Teamwork is task-work is distinctive - task-work is technical aspect of 

team operations, whereas teamwork is the behavior among the members.   

 

 



 70

2.8.2 Team Cohesiveness 

Being in the team is not the same as feeling belonging to the team or as part of 

the team.  Team cohesion is a bond that links the members together and determines to 

extent to which the members contribute to the team and the efforts that they will put 

in the operation on behalf of the team.  Jeremy Tozer (1997) has described the 

following factors affecting team cohesion. 

1. Contact and open communication with team members 

2. Similarity of work among the team members 

3. Incentive system for individual or team that recognizes and stimulate self 

centered or team centered behavior 

4. Compatibility of individuals among the team 

5. Size of the team that allows every team members to participate and 

communicate 

6. External threat that foster team members to unite together 

7. Leadership in the team that leads the team effectiveness 

  2.8.3 Influences on Team Effectiveness 

Jeremy Tozer (1997) has explained that for the team to be successful, the 

following elements need to be understood and combined. 
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Figure 2.15. Factors influencing team effectiveness 

 

(Source: Tozer, Jeremy.  (1997). Leading Initiatives.  Australia: Butterworth-

Heinemann)  

 

Team composition 

The differences in team members in terms of not only their personalities, 

characteristics, attitudes, values, motivation, and perceptions, but also the age, gender, 

race, religion, experiences, education, and family background can either support or 

detract team effectiveness. 

Team size 

Size of the team is critical aspect of how good the team performs.  The larger 

the team, the greater the range of knowledge, skill and experience, however the more 

difficult the communication is.  The smaller team creates cohesiveness and fosters 

better communication and contact. 
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Team role and tasks 

Based on the type of tasks and role that each member plays to accomplish each 

task, it determines the time scale the overall task will be completed and the quality of 

result.  All of these effect team performance. 

Team environment 

The environment includes company’s objectives, policies and procedures, 

structure, culture, technology, physical surroundings, and leadership of the team very 

strongly influences the team behavior and performance. 

Communication 

Communication is very vital to team effectiveness.  Centralized network type 

of communication pattern is most effective in solving simple problems, while 

decentralized one is most effective for solving complex problems.  The research 

indicates that the higher level or access of communication among the team leads to a 

higher level of satisfaction within the team.  And the more central the person is in the 

communication, the higher the satisfaction level felt by that person. 

Team norms 

The norm built among the team such as beliefs, attitudes, language used, 

specific behaviors, appearance, etc, affects individual within the team and thus affects 

the performance of the entire team. 

 Team organization 

How the team is organized to perform each objective in terms of the role and 

responsibilities, who will be the coordinator, planner, gatekeeper, information seeker, 

etc, are important to team effectiveness, as well as the communication pattern the 

team had implemented among the group. 
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Leadership 

Leadership is the most important aspects of teamwork.  Team leader needs to 

provide the opportunity and environment that foster team members’ knowledge and 

competencies.  It also involves coaching, mentoring, and appraising the members’ 

performance. 

Common team processes 

Processes the team members agreed to take to accomplish the goal such as 

problem solving, decision making processes are important for team effectiveness. 

2.8.4 Inhibiting Factors in Team Performance 

Katzenbach and Smitch (1993) have stated the following factors that inhibit 

team effectiveness and performance. 

Lack of autonomy 

Team needs to be able to make own decisions on how they function.  

Interference and overruling to their decision will result in team dysfunction and drop 

in team performance. 

Lack of support and commitment 

Team needs support from top management of the organization and 

organizational support to the projects the team is operating.  Lack of organization 

support and commitment very much effects team performance. 

Team is too large 

If the size of the team is too large, it will not be able to engage all members 

fully, and some members may not participate and contribute to their fullest. 
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Lack of resources 

It is necessary that team be provided with necessary resources or trainings to 

function effectively. 

Lack of feedback and recognition 

Team needs to have positive feedback and recognition to their achievement 

from time to time to motivate the team members.  Without proper feedback and 

recognition, team members become demoralized with feeling of frustration and 

failure. 

Competitive individual appraisal 

The appraisal system that appraises individual and not a team as a whole puts 

team members in competition with one another and undermine cooperativeness 

dimension of teamwork and highly demoralizes team members.  

 

2.9 Conceptual Framework 

 The conceptual framework in Table 2.2 describes three phases of OD, which are 

current situation of TEP, proposed OD interventions, and desired outcome after OD 

interventions.  The researcher focused on three main variables: leadership style, 

entrepreneurial competencies, and teamwork which are major factors influencing 

success of TEP. 

 

 

 

 

 



 75

Table 2.2. Conceptual framework 

Pre ODI Propose ODI Desired Outcome 

Leadership style 
 
 There is a difference in 

employees’ perception of 
manager’s leadership 
style and manager’s 
perception of their own 
leadership style 

 Ineffective 
communication between 
managers and staffs.  

 Unclear staffs 
performance 
expectations. 

 

Seminar 
 Leadership Skills, Core 

skills for leaders 
 
Trainings 
 Effective 

communication skill 
 Assertive 

communication skill 
 
Workshops 
 Situational leadership II 
 Share value on 

leadership style 
 

 Managers effectively 
lead their team with 
staffs at different 
development level. 

 Managers and staffs 
share the value and 
vision. 

 Managers communicate 
with subordinates with 
clear directions and 
instructions and support 
needed. 

 Staffs are motivated and 
encouraged to perform 
tasks. 

Entrepreneurial 
competencies 
 
 Managers have low level 

of competencies in: 
- Achievement 
- Thinking and 

problem solving 
- Personal maturity 
- Directing and 

controlling 
-  Influence 

Trainings/ Workshops 
 Problem solving and 

creative thinking 
 Effective 

communication skill 
 Assertive 

communication skill 
 Influencing skill 
 Influencing strategies 
 Coaching skill 
 
 

 
 Managers improve 

and/or develop their 
competencies in:   

- Achievement 
- Thinking and 

problem solving 
- Personal maturity 
- Directing and 

controlling 
- Influence 

Teamwork 
 Weak communication 

among TEP team 
members 

 Low interdependency 
among team members 

 Weak monitoring skill 
among team 

 Team members do not 
provide proper feedback 

 Team members are not 
flexible to perform some 
tasks 

 Teams have high 
resistance to change 

Trainings 
 Team communication 
 Feedback skill 
 Monitoring progress 

skill 
 
Workshops  
 Team value assessment 
 
Activities 
 Annual sports day 
 Clubs 
 Company trip 
 Team building activities 
 Set and evaluate KPI for 

every department. 
 

 Creates bond between 
team members. 

 Improve 
communication among 
the team. 

 Team openness to 
provide and receive 
feedback from team 
members. 

 Team increase their 
willingness to change 

 Improve cross 
functional collaboration 
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Pre-ODI (Current Situation) 

In this stage, the researcher focused on current situation of three main 

variables which are leadership style, entrepreneurial competencies, and teamwork.   

Under the variable leadership, researcher focused on whether there was a 

difference between perception of employees towards management leadership style 

and perception of management on their own leadership style based on three types of 

styles which were autocratic, participative, and free-reign. 

Under the variable entrepreneurial competencies, researcher focused on 

competencies of TEP management in five competencies clusters which were 

achievement, thinking and problem solving, personal maturity, directing and 

controlling, and influence.  The researcher assessed and analyzed those 

entrepreneurial competencies of management and proposed appropriate ODI to 

develop the competencies that were low level of development.  Researcher assessed 

the current situation of teamwork in terms of whether there was teamwork in each 

department, whether there was teamwork among top management, and whether there 

was teamwork across different departments of TEP, focusing on factors influencing 

teamwork such as team communication, team interdependency, team flexibility, team 

monitoring and feedback level, and team willingness to change.   

Proposed Organization Development Interventions (Proposed-ODI) 

The researcher proposed approximately one year intervention plan based on 

the analysis of the findings of current situation, to improve leadership style of 

management, to develop entrepreneurial competencies of management, and to 

improve teamwork effectiveness of all TEP employees within the same department as 

well as among different departments and among management team. 
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Desired Outcome after Organization Development Intervention 

The desired outcomes listed in the conceptual framework under table 2.2 are the 

outcomes expected if the proposed OD interventions were implemented as planned. 

 

 

 



 78

CHAPTER THREE 

Research Methodology 

  

This chapter describes research design and methodology which consists of 

research design, methodology, respondents, research instruments, data collection 

techniques, data collection procedures, and data analysis. 

 

3.1 Research Design 

 Researcher used quantitative approach to conduct diagnosis with assessment 

questionnaires on leadership style, entrepreneurial competencies, and teamwork.  

 Researcher used questionnaires for department managers to assess their own 

leadership style and the same questionnaires were distributed to employees in each 

department to assess their perception of department manager’s leadership style. For 

entrepreneurial competencies, researcher used entrepreneurial competencies self 

assessment questionnaires to measure competencies of management of TEP focusing 

on five competencies clusters:  achievement cluster consists of initiative, seeing and 

acting on opportunities, persistence, information seeking, concern for high quality of 

work, commitment to work contract, efficiency orientation; thinking and problem 

solving cluster consists of systematic planning, problem solving; personal maturity 

cluster consists of self-confidence; directing and controlling cluster consists of 

assertiveness; and influence cluster consists of persuasion and use of influence 

strategies. 

 Researcher used teamwork questionnaires to access teamwork within the 

departments as well as teamwork among departments and among management of TEP 
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covering five aspects of teamwork which are team communication, team 

interdependency, team flexibility, team monitoring and feedback level, and team 

willingness to change.   

 Researcher designed this research with three phases of OD as follows: 

Pre-Organization Development Intervention (Pre ODI) 

At this stage, the researcher set up a meeting with top management of TEP to 

communicate the objective to this diagnosis and benefits of OD interventions to be 

proposed.  After the approval of all management along with discussion with human 

resource manager, researcher distributed assessment questionnaires to measure 

current leadership style and entrepreneurial competencies of management and 

teamwork of all TEP staffs.  This research study is quantitative and the results of the 

study are analyzed by statistical data analysis. 

Proposed Organization Development Intervention (Proposed ODI) 

In this stage, researcher asked participation of TEP top management and staffs 

to implement appropriate OD interventions to solve the problems found in the previous 

stage and to improve some outstanding issues.  The researcher planned out ongoing 

interventions for a period of approximately one year, however due to time limitation in 

conducting this research, researcher only proposed appropriate OD interventions for 

TEP to implement in the near future.  

Desired Outcome after Organization Development Intervention 

The researcher speculated improvement on those research variables after the 

company implemented proposed OD interventions.  The variables under this study 

normally take time for improvement due to its nature.  The researcher set processes, 

standards and milestones for assessing impact of OD interventions on leadership style, 
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entrepreneurial competencies, and teamwork of TEP for realizing short term change.   

Expected results are described under the topic Conceptual Framework in Chapter 2. 

Figure 3.1. Data Collection and Analysis Process 

 

3.2 The Respondents 

 The respondents of TEP were divided into two main groups: management 

level including top management and middle management; and non-management level 

including office staffs and shop floor level employees.   

 The researcher focused assessment of leadership style and entrepreneurial 

competencies on management of TEP, total of nineteen staffs in which eight of them 

were top management and eleven were middle management.   

The respondents of leadership style assessment include top management of 

TEP who were department managers and sub-department managers.  The respondents 

of leadership style assessment also include all staffs in each department excluding 

shop floor staffs.  The researcher assessed leadership style of  top management by 

using self assessment questionnaires to assess their own leadership style and the same 
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questionnaires were distributed to employees in each department to assess their 

department manager’s leadership style.  Since some managers in sub-department were 

members of the management team, employees under those sub-department managers 

were also assessed with the leadership style of their direct manager, and sub-

department managers were also assessed with their own leadership style as well as 

their department manager’s leadership style. 

Respondents of entrepreneurial competencies were management of TEP at 

total of nineteen staffs including eight staffs at top management and eleven staffs at 

middle management level.   

   For teamwork assessment, the researcher focused on teamwork of all 

employees in TEP which includes all employees under total of eight departments: 

sales and marketing, production, human resource, finance, logistic, information 

technology, quality assurance, and engineering.  By including all employees of TEP 

in teamwork assessment, not only provide a more reliable data than using sampling, 

but also created organization wide awareness for change.  

 2% of total TEP employees were at top management level, 3% were at middle 

management level, 23% were at office staff level, and 72% were at shop floor staffs 

level as shown in Table 3.1.  
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Table 3.1. Respondents Count 

Staff Level Total Percentage 

Top Management 8 2% 

Middle Management 11 3% 
Office Staffs (excluding  
management) 

86 23% 

Shop floor staffs 
(excluding  management) 

270 72% 

Total  375 100% 
 

3.3 Research Instrument 

3.3.1 Questionnaire 

Quantitative questionnaires were used to gather data on leadership style, 

entrepreneurial competencies of management, and teamwork of TEP.  

The researcher used leadership style assessment questionnaires to assess 

leadership style of top management focusing on Kurt Lewin’s leadership styles which 

are autocratic style, democratic style, and Laissez-Faire style.  The questionnaires 

consisted of thirty questions using four points Likert scale.  

Table 3.2. Leadership Style Assessment Questionnaire Structure 

Style Question Number Total 
Autocratic style 1, 4, 7, 10, 13, 16, 19, 22, 25, 28 10 
Democratic style 2, 5, 8, 11, 14, 17, 20, 23, 26, 29  10 
Laissez-Faire style 3, 6, 9, 12, 15, 18, 21, 24, 27, 30  10 
 TOTAL 30 

 

 For assessing entrepreneurial competencies, researcher used a standard 

entrepreneurial competencies self assessment questionnaires by Dr. Jyotsna Sethi and 

Dr Anand Saxena, which consists of 65 questions using five points Likert scale, 

assessing various competencies and 5 questions for correction factor which was used 
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to determine whether or not a person tries to present a very favorable image of 

himself.   

Table 3.3. Entrepreneurial Competencies Assessment Questionnaire Structure 

Part Area Question Number Total 
Part. I Achievement   
 Initiative 1, 15, 29, 43, 57 5 
 Sees and Acts on opportunities 2, 16, 30, 44, 58 5 
 Persistence 3, 17, 31, 45, 59 5 
 Information seeking 4, 18, 32, 46, 60 5 
 Concern for high quality of work 5, 19, 33, 47, 61 5 
 Commitment to work contract 6, 20, 34, 48, 62 5 
 Efficiency orientation 7, 21, 35, 49, 63 5 
Part. II Thinking / Problem Solving   
 Systematic planning 8, 22, 36, 50, 64 5 
 Problem solving 9, 23, 37, 51, 65 5 
Part. III Personal Maturity   
 Self-confidence 10, 24, 38, 52, 66 5 
Part. IV Directing and Controlling   
 Assertiveness 11, 25, 39, 53, 67 5 
Part. V Influence   
 Persuasion 12, 26, 40, 54, 68 5 
 Use of influence strategies. 13, 27, 41, 55, 69 5 

 TOTAL Questions 65 
 Correction factor 14, 28, 41, 55, 70 5 

 TOTAL 70 
 

The researcher focused the study on teamwork variable listed in table 3.4 

below using four points Likert scale.  Teamwork assessment questionnaires were used 

to assess intradepartmental teamwork as well as interdepartmental teamwork. 

Table 3.4.Teamwork Assessment Questionnaire Structure 

Part Area Question number Total 
Part. I Communication 1 - 5 5 
Part. II Monitoring and feedback 6 - 10 5 
Part. III Team Interdependency 11 - 15 5 
Part. IV Flexibility 16 - 20 5 
Part. V Willingness to change 21 - 25 5 

TOTAL 25 
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3.3.2 Test of Reliability 

Teamwork questionnaires were pre-tested to examine the reliability before 

they were distributed formally to all respondents.  The term reliability is a generic 

term that is used to describe the degree of error associated with a measure.   

Thirty respondents including ten office staffs and twenty shop floor staffs 

were randomly selected to answer teamwork assessment questionnaires.  The 

respondents who were pre-tested were excluded from the formal distribution of 

questionnaires. 

Cronbach's Alpha Estimate technique was used to test reliability by using SPSS 

program.  Cronbach's Alpha is a statistic measure of the reliability of a psychometric 

instrument.  Number of items for testing reliability of teamwork assessment 

questionnaires was thirty, and the following is the result of the reliability test. 

N of items = 25  N of cases = 30 

Cronbach's Alpha = .930 

 

3.4 Data Collection Technique and Procedure 

 3.4.1 Data Collection Technique 

The researcher used the following techniques to gather data on variables under 

this study.   

Questionnaire 

The survey questionnaires were used to gather quantitative data on leadership 

style, entrepreneurial competencies of TEP management team and teamwork of every 

employee in TEP.   
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Since most of the employees were Thai nationals, all questionnaires were 

translated into Thai language for better understanding of respondents.  Translated 

questionnaires were reviewed by experts who were proficient in both Thai and 

English languages and have background in management with knowledge of leadership 

and entrepreneurship. 

A pre-test of translated questionnaires was conducted before the 

questionnaires were distributed, to check reliability of questionnaires as well as the 

respondents’ understanding of the words in the questions.   

Table 3.5. Questionnaire Distribution to Respondents 

Employee level Questionnaires 
Top management 
 
 
 
 
       
       Sub-department manager 
 

- Leadership questionnaire (Self assess own 
leadership style) 

- Entrepreneurial competencies questionnaire 
- Teamwork assessment questionnaire 

 
Additional questionnaire to this group: 
- Leadership questionnaire (Assess department 

manager’s leadership style) 
 

Middle management - Leadership questionnaire (Assess department 
manager’s leadership style) 

- Entrepreneurial competencies questionnaire 
- Teamwork assessment questionnaire 
 

Office staffs - Leadership questionnaire (Assess department 
manager’s or sub-department manager’s 
leadership style) 

- Teamwork assessment questionnaire 
 

Shop floor staffs - Teamwork assessment questionnaire 
 

  

Documentation 

Related documents such as employee satisfaction survey, ISO reports, and 

monthly meeting reports were reviewed to gather historical and recent information 
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on production, sales, and human resources, to help the researcher better understand 

the situation of the company as well as the results of the questionnaires. 

3.4.2 Data Collection Procedure 

 The first step of data collection process was to get approval from managing 

director of TEP.  After the researcher gained the approval from managing director, 

the researcher set up a discussion session with human resource manager of TEP 

regarding distribution and collection of assessment questionnaires to the 

respondents with the corresponding questionnaires as mentioned in Table 3.5. 

 The researcher then set up initial meeting with management of TEP on second 

week of June 2008, explaining the objectives of the research, process of research, 

time line for research, and benefits of OD interventions to be proposed.  Translated 

questionnaires were distributed on the third week of June to pretest reliability.   

Leadership assessment questionnaires were distributed on the fourth week of 

June and they were provided two days before the researcher collected the 

questionnaires for analysis.  Then entrepreneurial competencies assessment 

questionnaires were distributed on the first week of July and researcher collected 

them after two days. 

In the second week of July, all employees were distributed with teamwork 

assessment questionnaires with support from human resource department.  The 

questionnaires were distributed on both office floor, and production floor, and 

collected within two days.  With the support from HR director, teamwork 

questionnaires were also distributed to all night shift shop floor staffs.  

All questionnaires were collected separately in different groups as described 

in Table 3.6. 
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Table 3.6. Questionnaire Collection from Respondents 

Questionnaires Collect in different group of Quantity 
Leadership 
questionnaire        

- Top management 
 
- Sub-department manager 
 
- Department (exclude shop floor 

staffs) 
 

8 staffs 
 

  3 staffs 
 

8 departments  

Entrepreneurial 
competencies 
questionnaire 
 

- Management (Top management and 
middle management) 

 

19 staffs 

Teamwork - Department 
 
- Top management 
 

8 departments  
 

8 staffs 

 

Figure 3.2. Data Collection Procedure  
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3.5 Data Analysis  

 Data collected for leadership style assessment was analyzed by summation 

techniques where the score values under each type of leadership style were added up 

in total to find out the highest of the three scores which indicates the style of 

leadership. 

Data collected for entrepreneurial competencies were analyzed by using 

scoring technique by Dr. Jyotsna Sethi and Dr. Anand Saxena for entrepreneurial 

competencies assessment.  This technique used additional five questions 14, 28, 41, 

55, and 70 as correction factor to determine whether or not a person tries to prevent a 

favorable image of himself.  If the total score of these factors is 20 or greater, then the 

total scores on the competencies are corrected.  The following correction numbers in 

table 3.6 are used to figure the correct score. 

Table 3.7. Correction Number for Entrepreneurial Competencies Assessment 

Questionnaire 

Correction Factor Score Correction Number  
24 or 25 
22 or 23 
20 or 21 
19 or less 

7 
5 
3 
0 

 

The level of competencies for each competency cluster were presented in the 

value of average of the sum of competencies in that specific cluster.  The achievement 

competencies cluster was the average of seven competencies which were initiative, 

sees and acts on opportunities, persistence, information seeking, concern for high 

quality of work, and commitment to work contract, and efficiency orientation.  

Thinking and problem solving competencies cluster was the average of two 
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competencies systematic planning, and problem solving.  Personal maturity 

competencies cluster was composed of self confidence, and directing and controlling 

competencies cluster was composed of assertiveness.  Influence competencies cluster 

was the average of two competencies which were persuasion, and use of influence 

strategies.  The level of competencies was compared among five different 

competencies clusters for each individual staff, and not compared between different 

staff or with any other standards. 

Data collected were analyzed by using Statistical Package for the Social 

Sciences (SPSS) program as follows: 

3.4.1 Frequency and percentage was used to measure demographic profile of 

respondents.   

3.4.2 Average weighted mean on four point scale and descriptive statistics was 

used to measure the Likert scale questionnaires for teamwork with the 

following descriptive rating scale described below. 

Table 3.8. Descriptive Rating Scale for Teamwork 

Descriptive rating Point Arbitrary level 
Strongly Agree 4 3.50 – 4.00 

Agree 3 2.70 – 3.49 
Disagree 2  1.80 – 2.69 

Strongly Disagree 1  1.00 – 1.79 
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CHAPTER FOUR 

Research Findings and Analysis 

 

This chapter presents research findings and analysis of the findings at the stage 

of pre-organization development interventions.  The result of the study is derived 

from the analysis of quantitative research questionnaires.  The research findings of the 

pre-ODI phase provided ground for researcher and management of the company to 

discuss and work out corresponding OD intervention activities in attempt to decrease 

the differences in perception of leadership styles of managers, to improve 

entrepreneurial competencies of management, and to improve teamwork.   

 

4.1 Demographic Profile of Respondents 

The research questionnaires were distributed to four different levels of 

employees in the company which were top management, middle management, office 

staffs, and shop floor staffs.  Total of 375 questionnaires were distributed and 339 

were responded, which was 90% of response on total questionnaires distributed. 

 4.1.1 Gender Profile 

 The following table presents distribution of gender in TEP among all levels of 

employees, which were grouped into four main groups: top management, middle 

management, office staffs, and shop floor staffs. 
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Table 4.1. Frequency and Percentage Distribution of Gender in TEP   

 

   

The analysis above shown that 63.4% of TEP respondents were male and 

36.6% were female.  TEP was dominated by male employee in almost every level of 

staffs as shown in table above.   

4.1.2 Age Profile 

The respondents were grouped into five age levels as shown in Table 4.2.  It 

presents distribution of age in TEP among four separate groups which are top 

management, middle management, office staffs, and shop floor staffs.   

Table 4.2. Frequency and Percentage Distribution of Age in TEP   

 Staff Level * Age Crosstabulation 
Count  

  

Age 

Total Below 20 21 - 30 31 - 40 41 - 50 Above 50 

Staff 
Level 

Top Management 0 1 3 3 1 8 

Middle Management 0 0 8 3 0 11 

Office Staff 0 24 54 8 0 86 

Shop Floor Staff 21 56 99 55 3 234 

Total 21 81 164 69 4 339 

 
 
 
 



 92

Age 
 

  Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Below 20 21 6.2 6.2 6.2 

21 - 30 81 23.9 23.9 30.1 

31 - 40 164 48.4 48.4 78.5 

41 - 50 69 20.4 20.4 98.8 

Above 50 4 1.2 1.2 100.0 

Total 339 100.0 100.0   

 
 

The analysis in table 4.2 shows that the majority of the respondents at 3 out of 

8 respondents in top management level were under the age group of 31-40 and 3 out 

of 8 respondents in top management level were under the age group of 41-50.  The 

majority of respondents in middle management level at 8 out of 11 were under the age 

group of 31-40.  For the office staffs level, 54 out of 86 respondents were also under 

the age group of 31-40, being the majority group for this staff level as well.  And 

finally for the shop floor staffs, 99 respondents out of 234 were under the age group 

of 31-40, being the most dominant age group for this staff level. 

As for the company wide, majority of respondents at 48.4% were under the 

age group of 31-40 years.  The second largest group is under the age of 21-30 years 

old, which covers 23.9% of respondents, then followed by age group of 41-50 years 

old at 20.4%, age group of below 20 at 6.2%, and age group of above 50 at 1.2% 

consecutively.   

4.1.3 Length of Service Profile 

The respondents were grouped into five age levels as shown in Table 4.3.  It 

presents distribution of length of service in TEP among four separate groups which 

are top management, middle management, office staffs, and shop floor staffs.   
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Table 4.3. Frequency and Percentage Distribution of Length of Service in TEP   

 
Staff Level * Length of Service Crosstabulation 

Count  

  Length of Service Total 

  Less than 1 yr 1 - 5 yrs 6 - 10 yrs 11 - 15 yrs 16 - 20 yrs   

Staff 
Level 

Top 
Management 

0 6 0 2 0 8 

  Middle 
Management 

0 1 9 1 0 11 

  Office Staff 5 37 40 4 0 86 

  Shop Floor 
Staff 

27 48 96 61 2 234 

Total 32 92 145 68 2 339 

 
 
 

Length of Service 
 

  Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Less than 1 yr 32 9.4 9.4 9.4 

1 - 5 yrs 92 27.1 27.1 36.6 

6 - 10 yrs 145 42.8 42.8 79.4 

11 - 15 yrs 68 20.1 20.1 99.4 

16 - 20 yrs 2 .6 .6 100.0 

Total 339 100.0 100.0   

 

The analysis shows that majority of the respondents in top management level, 

6 out of 8 respondents, have worked with the company for 1-5 years.  For middle 

management, the majority of the respondents at 9 out of 11 respondents haveworked 

with the company for 6-10 years.  The majority of office staffs at 40 out of 86 

respondents also have worked with the company for 6-10 years. 96 respondents out of 

234 respondents at shop floor staff level have worked with the company for 6-10 

years, being the majority group for this staff level.   

Based on the statistical analysis above for the company wide, it was indicated 

that majority of the respondents at 42.8% have worked with the company for 6-10 

years.  The second largest group of respondents at 27.1% have worked with the 

company for 1-5 years.  The third largest group of respondents at 20.1% falls under 
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length of service of 11-15 years, and followed by the group who worked for less than 

1 year at 9.4%, and the least respondents at 0.6% have worked with the company for 

16-20 years.    

 

4.2 Difference in Perception of Leadership Style  

Leadership style measures were responded from each individual top 

management of TEP on their own leadership style.  Every staffs excluding shop floor 

staffs, in each department responded on their perceptions on their department 

managers.   

  4.2.1 Top Management Perception on their Leadership Style 

Total of eight top management employees were measured on their leadership 

styles and the results of their own perception on their styles were as shown in the figure 

below. 

Figure 4.1. Top Management Perceptions of their Own Leadership Styles 
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 The above figure 4.1 illustrates that all of the eight managers perceived that they 

were using participative leadership styles towards their employees.  
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   4.2.2 Staffs Perception on their Manager’s Leadership Style 

 The following numbers of staffs including middle management and office staffs 

responded on their perception of their department manager.  Eight staffs in human 

resources responded for human resource manager, three staffs who are in middle 

management level in sales and marketing responded for sales and marketing director, 

nine staffs in domestic sales section responded for domestic sales manager, twelve 

staffs in export sales section responded for export sales manager, fourteen staffs in 

finance and accounting responded for chief financial officer, seven staffs in logistics 

responded for logistics manager, twenty nine staffs in production responded for 

production manager, thirteen staffs in quality assurance responded for quality assurance 

manager.  The response on staffs perceptions were illustrated in the figure below in 

percentage. 

Figure 4.2. Percentage of Staffs Perception of their Manager’s Leadership Styles  

Percentage of Staffs Perception on Manager's Leadership Styles 

(by Department)
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Based on the statistical analysis above in Figure 4.2, it is shown that most of 

respondents at 56% in production department perceived production manager as 

delegative, 24% perceived as participative, and remaining 21% perceived as 

authoritarian.  As for marketing director, all of the three respondents who were at 

middle management level perceived that marketing director is participative.  58% 

respondents in export sales section perceived that their manager was authoritarian, 25% 

perceived as delegative, and the remaining 17% perceived as participative.  56% of 

respondents in domestic sales section perceived that their manager was delegative, 33% 

perceived as participative, and 11% perceived as authoritarian.  Majority of the 

respondents at 67% in logistics department perceived that logistic manager was 

authoritarian, 17% perceived as participative, and 17% perceived as delegative.  54% of 

respondents in finance and accounting department perceived their manager, chief 

financial officer (CFO), as authoritarian, 23% perceived as delegative, and 23% 

perceived as participative.  Most of the respondents at 50% in human resource 

department perceived their manager, HR manager, as delegative, 33% perceived as 

participative, and the remaining 17% perceived as authoritarian.  And for the 

respondents in quality assurance department, 42% perceived their manager as 

delegative, 33% perceived as authoritarian, and remaining 25% perceived as 

participative.   

Based on the data analysis above, it was shown that there was a difference 

between managers’ perception of their leadership styles and their staffs’ perception of 

their leadership styles for every top management positions in TEP except for marketing 

director. 
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4.3 Entrepreneurial Competencies Level of Management 

Entrepreneurial competencies were measured for two groups of employees, top 

management and middle management of the company.  There were all together eight 

top management staffs and eleven middle management staffs who were measured on 

their entrepreneurial competencies.   

  4.3.1 Entrepreneuria l Competencies Level of Top Management 

The following figure illustrates the level of competencies clusters of eight of 

each individual top management. 

Figure 4.3. Entrepreneurial Competencies Level of Top Management 
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 Based on the data analysis above in figure 4.3, it was shown that production 

manager has the achievement competencies being the highest competencies among 

five competencies clusters, at the value of 19.43, followed by 19.00 for personal 

maturity cluster, 18.50 for thinking and problem solving cluster, 14.50 for influence 

cluster, and directing and controlling being the least competencies at 14.00.  
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Marketing director has personal maturity cluster being the highest competencies 

cluster at 20.00, followed by achievement cluster at 19.57, thinking and problem 

solving cluster at 18.00, influence cluster being the second least competencies cluster 

at 18.00, and directing and controlling cluster at 16.00 being the least competencies 

cluster.  For export and sales manager, personal maturity competencies cluster was the 

highest cluster at 20.00, followed by achievement cluster at 19.71, thinking and 

problem solving cluster at 18.50, directing and controlling cluster at 15.00, and the 

least value of competencies at 14.50 for influence cluster.  Domestic sales manager 

processed achievement competencies as the highest competencies among the five 

competencies clusters at 19.29, followed by personal maturity competencies cluster at 

18.00, thinking and problem solving and influence competencies cluster equally at the 

value of 17.50, and directing and controlling competencies cluster at 16.00.  Logistics 

manager processed personal maturity competencies as the highest competencies 

among the five competencies clusters at 22.00, followed by achievement 

competencies cluster at 20.57, thinking and problem solving competencies cluster 

equally at the value of 20.50, directing and controlling competencies cluster at 20.00, 

and the least competencies value of 18.00 for influence competencies cluster.  Chief 

financial officer (CFO) processed personal maturity competencies as the highest 

competencies among the five competencies clusters at 21.00, followed by 

achievement competencies cluster at 20.86, thinking and problem solving 

competencies cluster equally at the value of 19.50, directing and controlling 

competencies cluster at 19.00, and the least competencies value of 17.50 for influence 

competencies cluster.  Human resource manager processed achievement competencies 

as the highest competencies among the five competencies clusters at 19.57, followed 
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by personal maturity competencies cluster at 19.00, thinking and problem solving 

competencies cluster equally at the value of 18.00, influence competencies cluster at 

17.50, and the least competencies value of 17.00 for directing and controlling 

competencies cluster.  Quality assurance manager processed personal maturity 

competencies as the highest competencies among the five competencies clusters at 

19.00, followed by achievement competencies cluster at 18.57, thinking and problem 

solving competencies cluster equally at the value of 17.50, influence competencies 

cluster at 16.50, and the least competencies value of 15.00 for directing and 

controlling competencies cluster.  

Table 4.4. Ranking of Competencies Clusters for Individual Staff in Top Management 

Level 

  

Achievement  
Thinking & 

Problem 
Solving 

Personal 
Maturity 

Directing & 
Controlling 

Influence 

Production Manager 1 3 2 5 4 

Marketing Director 2 3 1 5 4 

Export Sales Manager 2 3 1 4 5 

Domestics Sales Manager 1 3 2 5 4 

Logistics Manager 2 3 1 4 5 

Chief Financial Officer (CFO) 2 3 1 5 4 

Human Resource Manager 1 3 2 5 4 

Quality Assurance Manager 2 3 1 5 4 

Total Ranking Score 13 24 11 38 34 

 

 The above table 4.4 ranks competencies clusters for each individual staff in 

top management level.  Rank 1 representing the highest competencies cluster and rank 

5 representing the lowest competencies, in which competencies clusters were 

compared among five clusters of each individual staff in top management level.  Most 

of the managers, five out of eight managers ranked 1 for personal maturity; most of 

the managers, five out of eight managers ranked 2 for achievement; all of the 

managers ranked 3 for thinking and problem solving; most of the managers, six out of 
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eight managers ranked 4 for influence; and majority of the managers, six out of eight 

managers ranked 5 for directing and controlling.   

Based on this analysis, it was indicated that the top three lowest competencies 

clusters among top management were directing and controlling, influence, and 

thinking and problem solving.  Thus, these three competencies would be focused in 

this research and provided with recommended OD to improve entrepreneurial 

competencies in top management level. 

  4.3.2 Entrepreneuria l Competencies Level of Middle Management 

The following figure illustrates the level of competencies clusters of eleven of 

each individual middle management. 

Figure 4.4. Entrepreneurial Competencies Level of Middle Management   
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 Based on the data analysis in figure 4.4 above, it was shown that assistant 

logistics manager processed achievement competencies as the highest competencies 
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among the five competencies clusters at 19.57, followed by thinking and problem 

solving competencies cluster at 19.00, directing and controlling competencies cluster 

at the value of 16.00, influence competencies cluster at 14.50, and the least 

competencies value of 14.00 for personal maturity competencies cluster.  After 

printing section head processed achievement competencies as the highest 

competencies among the five competencies clusters at 19.29, followed by thinking 

and problem solving competencies cluster at 18.50, influence competencies cluster at 

15.50, and the least competencies value of 15.00 equally for directing and controlling 

and personal maturity competencies cluster.  Printing section head processed 

achievement competencies as the highest competencies cluster among the five 

competencies clusters at 18.86, followed by thinking and problem solving and 

personal maturity competencies clusters equally at the value of 18.00, influence 

competencies cluster at 16.50, and the least competencies value of 14.00 for directing 

and controlling competencies cluster.  Plate and layout section head processed 

achievement competencies as the highest competencies cluster among the five 

competencies clusters at 20.71, followed by directing and controlling competencies 

cluster at 20.00, thinking and problem solving competencies cluster at the value of 

17.50, influence competencies cluster at 17.00, and the least competencies value of 

14.00 for personal maturity competencies cluster.  Binding section head processed 

achievement competencies as the highest competencies cluster among the five 

competencies clusters at 20.00, followed by thinking and problem solving 

competencies cluster at 18.50, directing and controlling competencies cluster at the 

value of 18.00, influence competencies cluster at 16.50, and the least competencies 

value of 15.00 for personal maturity competencies cluster. Engineering manager 
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processed thinking and problem solving competencies as the highest competencies 

cluster among the five competencies clusters at 19.50, followed by achievement 

competencies cluster at 19.29, directing and controlling competencies cluster at the 

value of 16.00, personal maturity competencies cluster at 15.00, and the least 

competencies value of 14.50 for influence competencies cluster.  Prepress section 

head processed achievement competencies as the highest competencies cluster among 

the five competencies clusters at 20.00, followed by thinking and problem solving 

competencies cluster at 18.50, influence and personal maturity competencies clusters 

equally at the value of 17.00, and the least competencies value of 15.00 for directing 

and controlling.  Order processing manager processed thinking and problem solving 

competencies as the highest competencies cluster among the five competencies 

clusters at 19.00, followed by achievement competencies cluster at 18.14, personal 

maturity competencies cluster at the value of 18.00, and the least competencies value 

of 16.00 equally for influence and directing and controlling competencies clusters.  

Assistant production manager processed directing and controlling competencies as the 

highest competencies cluster among the five competencies clusters at 23.00, followed 

by achievement and personal maturity competencies clusters equally at the value of 

19.00, followed by influence competencies cluster at the value of 18.50, and the least 

competencies value of 14.50 for thinking and problem solving competencies cluster.  

Finance and accounting manager processed thinking and problem solving and 

directing and controlling competencies as the highest competencies cluster among the 

five competencies clusters with the value equally at 19.00, followed by achievement 

competencies cluster at 18.57, influence competencies cluster at the value of 17.50, 

and the least competencies value of 12.00 for personal maturity competencies cluster.  
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Office admin manager processed thinking and problem solving competencies as the 

highest competencies cluster among the five competencies clusters at 22.00, followed 

by achievement competencies cluster at 20.14, personal maturity and influence 

competencies clusters equally at 15.00, and the least competencies value of 13.00 for 

directing and controlling competencies cluster. 

Table 4.5. Ranking of Competencies Clusters for Individual Staff in Middle 

Management Level 

   

Achievement  
Thinking & 

Problem 
Solving 

Personal 
Maturity 

Directing & 
Controlling 

Influence 

Assistant Logistics  Manager 1 2 5 3 4 

After Printing Manager 1 2 5 4 3 

Printing Section Head 1 2 3 5 4 

Plate & Layout Section Head 1 3 5 2 4 

Binding Section Head 1 2 5 3 4 

Engineering Manager 2 1 4 3 5 

Prepress Section Head 1 2 4 5 3 

Order Processing Manager 2 1 3 4 5 

Assistant Production Manager 2 5 3 1 4 

Finance & Accounting Manager 3 1 5 2 4 

Office Admin Manager 2 1 4 5 3 

Total Ranking Score 17 22 46 37 43 

 

 The above table 4.5 ranks competencies clusters for each individual staff in 

middle management level.  Rank 1 representing the highest competencies cluster and 

rank 5 representing the lowest competencies, in which competencies clusters were 

compared among five clusters of each individual staff in middle management level.  

Most of the middle managers, six out of eleven, ranked 1 for achievement; for 

problem solving, the most number of count for ranking is rank 2 in which five out of 

eleven middle managers ranked 2 for this competencies cluster.  For directing and 

controlling, the most number of count for ranking is equally at three counts for rank 3 

and rank 5.  For influence cluster, most of the middle managers, six out of eleven 
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ranked 4.  And for personal maturity cluster, the most number of count for ranking is 

rank 5 in which five out of eleven middle managers ranked 5 for this competencies 

cluster. 

Based on the data analysis above, it was indicated that the top three lowest 

competencies clusters among middle management were personal maturity, influence, 

and directing and controlling.  Thus, these three competencies would be focused in 

this research and provided with recommended OD to improve entrepreneurial 

competencies in middle management level. 

 

4.4 Current Situation of Teamwork  

 Teamwork questionnaires were distributed to every level of employees in the 

company.  Total number of employees responded were 339, among them were 8 top 

management employees and 331non-management employees.  Teamwork within each 

department was measured from response of non-management level, and teamwork 

among management team and interdepartmental teamwork were measured from 

response of management level. 

 4.4.1 Teamwork among Non-Management Level within Departments 

 The following Table 4.4 presents mean value of teamwork for employee at 

non-management level within every department of the company.  The table presents 

the mean value of each individual question, and there were total of 25 questions in 

this teamwork questionnaire. 
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Table 4.6. Teamwork Diagnosis Result for Non-Top Management Employee Level  
 Descriptive Statistics 
 

  N Mean 
My team allows all members in discussions and allows members to share 
ideas. 331 3.26 

Members of my team freely share their knowledge, experience and expertise 
with each other. 331 3.21 

My team's goals have been specifically defined, communicated and are 
understood by all team members. 331 3.05 

My team creates culture that allows team members to talk openly with one 
another. 331 2.99 

My team communicates well and receives information from other teams to 
perform. 331 2.98 

My team members receive enough information about progress on project and 
how well it is performing. 331 2.87 

Members of my team constructively and honestly share feedback and 
perceptions about each other's behavior and perfromance. 331 2.89 

My team members receive recognition for accomplishments and achievements 
from the team leader. 331 3.07 

The team leader gives constructive feedback to my team members when they 
suceed, as well as when they make mistakes or need to improve. 331 3.04 

My team seeks out and responds to feedback from team leader. 331 3.12 

Members of my team are respectful, supportive, and considerate of each 
other's individual needs, challenges, and goals. 331 3.15 

My team members take pride in the accomplishments and success of the team. 331 3.29 
Each member of my team carries his/her fair share of the workload. 331 3.27 

My team members feel equally responsible for the performance of the team 
and its outcome. 331 2.94 

My team members willing to help out when someone on the team needs 
assistance. 331 3.25 

People in my team are versatile and capable and willing of performing a variety 
of tasks. 331 3.07 

My team permits individuals to have primary role for completing team tasks and 
allow room to do what is necessary to accomplish the team's goals and tasks. 

331 3.13 

My team members are willing to perform tasks out of their scope of 
responsibilities to help other team members. 331 2.99 

My team effectively manages time and priorities, and responds well to 
emergency problems and projects. 331 2.96 

My team is responsive and flexible when goals and plans need to be changed 
to exploit opportunities or avoid problems. 331 3.14 

My team members are willing to change their approach and ways of doing 
things to accomplish tasks. 331 3.13 

My team responds positively to adversity and endures the pain that comes from 
change or difficult trials. 331 3.01 

My team sustains and follow through on new programs and initiatives with full 
effort. 331 3.01 

My team is both willing and able to learn, benchmark, and initiate 
improvements in work practices and processes. 331 3.11 

My team explores boundaries and constraints and does not assume limitations 
and artificial restric tions on its work. 331 2.98 

Valid N ( lis twise) 331 3.076  
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 The table above describes that employees in non-top management level agree 

that there was teamwork in their department, which represents the mean score of 

3.076 out of 4.00.  To analyze in more detail, the following Table 4.5 presents mean 

value of group of factors influencing teamwork. 

Table 4.7. Teamwork Diagnosis Result for Non-Top Management Employee Level 

(By Group of Factors) 

Descriptive Statistics 
 

  N Mean 

Communication 331 3.0997 

Feedback 331 2.9976 

Interdependent 331 3.1807 

Flexibility 331 3.0586 

Change 331 3.0477 

Valid N ( lis twise) 331 3.0768  

 

  

The above table shows that employees in non-top management level agreed 

(mean value above 2.70) that their department had high level in every factor that 

influenced a good teamwork, which included communication, monitoring and 

feedback, team interdependency, flexibility, and willingness to change.    
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Table 4.8. Teamwork Diagnosis Result for each Department  

 Report 
 

Department   Communication Feedback Interdependent Flexibility Change 

Human Resource Mean 3.6000 3.6667 3.6667 3.5000 3.4667 

N 6 6 6 6 6 

Finance & Accounting Mean 3.3000 3.1833 3.5000 3.3667 3.3333 

N 12 12 12 12 12 

Sales & Marketing Mean 3.3280 3.2080 3.4880 3.2160 3.2480 

N 25 25 25 25 25 

Production Mean 3.0383 2.9317 3.1283 3.0050 2.9875 

N 240 240 240 240 240 

Quality Assurance Mean 3.0923 2.9846 3.0615 3.0769 3.1846 

N 13 13 13 13 13 

Logistics Mean 3.3200 2.9000 2.9200 2.8400 3.1000 

N 10 10 10 10 10 

Engineering Mean 3.1444 3.2111 3.2333 3.2000 3.0444 

N 18 18 18 18 18 

Office of Administration Mean 3.2000 3.2286 3.3714 3.3429 3.2286 

N 7 7 7 7 7 

Total Mean 3.0997 2.9976 3.1807 3.0586 3.0477 

N 331 331 331 331 331 

 

 The above Table 4.6 describes the mean value of factors influencing teamwork 

by department.  Based on the results, it showed that there is a teamwork in every 

department of the company with every factor mean value higher than 2.70. 

 4.4.2 Teamwork among Top Management Level and Across Departments 

  The following Table 4.7 presents mean value of teamwork for employees at 

top management level and between departments in the company.  The table presents 

the mean value of each individual question, and there were total of 25 questions in 

this teamwork questionnaire. 
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Table 4.9. Teamwork Diagnosis Result for Top Management Employee Level  
 Descriptive Statistics 
 

  N Mean 
My team allows all members in discussions and allows members to share 
ideas. 8 3.50 

Members of my team freely share their knowledge, experience and expertise 
with each other. 8 1.63 

My team's goals have been specifically defined, communicated and are 
understood by all team members. 8 2.25 

My team creates culture that allows team members to talk openly with one 
another. 8 1.75 

My team communicates well and receives information from other teams to 
perform. 8 2.25 

My team members receive enough information about progress on project and 
how well it is performing. 8 2.13 

Members of my team constructively and honestly share feedback and 
perceptions about each other's behavior and perfromance. 8 1.63 

My team members receive recognition for accomplishments and achievements 
from the team leader. 8 2.25 

The team leader gives constructive feedback to my team members when they 
suceed, as well as when they make mistakes or need to improve. 8 1.63 

My team seeks out and responds to feedback from team leader. 8 2.50 

Members of my team are respectful, supportive, and considerate of each 
other's individual needs, challenges, and goals. 8 2.63 

My team members take pride in the accomplishments and success of the team. 8 3.00 

Each member of my team carries his/her fair share of the workload. 8 2.75 

My team members feel equally responsible for the performance of the team 
and its outcome. 8 2.63 

My team members willing to help out when someone on the team needs 
assistance. 8 2.25 

People in my team are versatile and capable and willing of performing a variety 
of tasks. 8 2.75 

My team permits individuals to have primary role for completing team tasks and 
allow room to do what is necessary to accomplish the team's goals and tasks. 

8 2.75 

My team members are willing to perform tasks out of their scope of 
responsibilities to help other team members. 8 2.88 

My team effectively manages time and priorities, and responds well to 
emergency problems and projects. 8 2.88 

My team is responsive and flexible when goals and plans need to be changed 
to exploit opportunities or avoid problems. 8 3.00 

My team members are willing to change their approach and ways of doing 
things to accomplish tasks. 8 2.63 

My team responds positively to adversity and endures the pain that comes 
from change or difficult tria ls. 8 3.00 

My team sustains and follow through on new programs and initiatives with full 
effort. 8 2.38 

My team is both willing and able to learn, benchmark, and initiate 
improvements in work practices and processes. 8 2.63 

My team explores boundaries and constraints and does not assume limitations 
and artificial restric tions on its work. 8 3.00 

Valid N ( lis twise) 8 2.507  
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 The table above describes that employees in top management level disagree 

that there was teamwork among top management and between departments, which 

represents the mean score of 2.507 out of 4.00.  To analyze in more detail, the 

following Table 4.8 presents mean value of group of factors influencing teamwork. 

Table 4.10. Teamwork Diagnosis Result for Top Management Employee Level (By 

Group of Factors) 

Descriptive Statistics 
 

  N Mean 

Communication 8 2.2750 

Feedback 8 2.0250 

Interdependent 8 2.6500 

Flexibility 8 2.8500 

Change 8 2.7250 

Valid N ( lis twise) 8 2.505  

 

 

The above table shows that employees in top management level agreed (mean 

value above 2.70) that top management team was flexible and willing to change.  

However, they disagree that there was a communication, monitoring and feedback, 

and team interdependency among top management team and between employees in 

different departments. 

 Based on the analysis above, it was shown that there was a teamwork in each 

department; however, there was a low teamwork among top management team and 

between different departments.  Thus, the three factors influencing low teamwork 

among top management and between different departments, communication, 

monitoring and feedback, and team interdependency were focused and provided with 

recommended ODI to improve teamwork among top management and between 

different departments of TEP. 
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 4.5 Organization Development Interventions Proposal 

 After the analysis and discussion of the collected data and information from 

the survey, the following organization development interventions were proposed to 

improve the areas of focus mentioned previously in the chapter, related to leadership 

style of top management, entrepreneurial competencies of management, and 

teamwork among top management and between different departments.   

Organization development interventions were proposed for individual level, 

department level, and organization level as described below in Figure 4.10.   

Figure 4.5. TEP Organization Development Intervention Scope 

 

 

 Individual level consists of interventions on leadership skill to improve the 

difference between managers’ perception and staffs’ perception of managers’ 

leadership style, and interventions to improve entrepreneurial competencies of top and 

middle management.   Department level consists of interventions to improve 

teamwork among management team and between departments.  Organization level 

consists of improving organization processes and standards to measure effectiveness 

of the interventions implemented for individual and department level. 
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Figure 4.6. TEP Organization Development Intervention Phase 

 

First phase of intervention will be on individual level to improve leadership 

skill of top management and entrepreneurial competencies of management.  During 

this first phase of organization development intervention, management would improve 

their leadership skill and develop their competencies, thus they could better 

understand their staffs and become more competitive in adapting themselves for 

upcoming changes.  

Second phase of intervention will be on departmental level to improve 

teamwork among top management and between different departments.  Once 

management have improved on their skill sets from the interventions in phase one, 

they would be more effective in leading their team to improve teamwork. 

Third phase interventions will be on improving and changing some of the 

organization processes and standards to measure effectiveness and improvement of 

employee performance from the interventions in previous phases. 

 

4.6 Recommended Organization Development Interventions  

 During the organization development intervention program, the researcher 

planned to implement interventions in two phases as mentioned in the earlier section.  

The first phase focused on leadership and entrepreneurial competencies training, and 

the second phase focused on teamwork interventions.  
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4.6.1 Phase One: Interventions to Improve Leadership Style and 

Entrepreneuria l Competencies  

 The first phase of intervention will take approximately three months.  

Interventions are separated into seminars, and training workshops.  Most of the 

interventions in this phase were focused on employees in the management level to 

lessen the difference between managers’ perception of their own leadership style and 

their staffs’ perception of their leadership style, and also to improve and develop 

management leadership style and entrepreneurial competencies, however there is one 

workshop on share values of leadership style, in which the participants are the office 

staffs and shop floor staff of supervisor level.   

 

4.6.1.1 Leadership Seminar 

Objectives: 

(1) To help participants understand the difference between leading and 

managing 

(2) To introduce fundamental changes in the role of a leader today. 

(3) To introduce core competencies of a leader. 

(4) To introduce different leadership styles. 

Seminar: 

 Instructor specialized in leadership skill development will be invited to 

provide a general knowledge on leadership and core skills of leaders. 

Who to attend: Top management (mandatory), middle management (optional) 

Number of participant: 8 top management staffs, 11 middle management staffs 

Setting: Seminar room 
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Resources: Notepads, Pencils 

Time: 2.5 hours 

 

4.6.1.2 Share Value on Leadership Style Workshop 

Objectives: 

(1) To help staffs better understand their competency and commitment 

and their motivational level for the job. 

(2) To help staffs better understand what style of leadership from their 

manager brings out their best performance. 

(3) To help staffs express their opinion on what type of support they 

need from their managers to perform effectively on their jobs. 

(4) To minimize the difference between staffs’ perception of managers’ 

leadership style and managers’ perception of their own leadership 

styles.  

Workshop:  

 Staffs in the same department will be put in the same group.  Questions 

related to competency, commitment, and motivation on their job will be 

distributed to each of them.  They will be asked to write down on post-it notes 

things that they need support from their managers or how they will like their 

managers to guide them.  They will then categorize their ideas and comments 

on the flip chart.  Then managers from each department will receive feedback 

from the trainer on the final ideas and comments that are shared by their staffs 

on their leadership styles. 
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Who to attend: Office staffs, Shop floor staffs (supervisor, and assistant 

supervisor level) 

Number of participant: Approximately 90 

Group size: 5 - 10 

Resources: Post-it Notes, Pencils, Color marker pens, Flip charts 

Time: 2 hours 

 

4.6.1.3 Situational Leadership II Workshop 

Objectives: 

(1) To introduce the change from leader as a boss to leader as a partner, 

facilitator, supporter, and coach. 

(2) To help managers find out what their staffs need in order to 

accomplish their personal and organizational goal. 

(3) To help managers to identify competence and commitment level of 

their staff and to choose the appropriate leadership style to lead their 

performance.   

(4) To help managers use a variety of leadership styles that is 

appropriate for a situation. 

(5) To help managers improve communication skill and use common 

language to effectively improve staffs behavior. 

Workshop: 

 Participants will be given an introduction on leadership for the future, 

core competencies of situational leader, and behavior of different styles of 

leader.  Then they will be given self assessment questionnaire, leader behavior 
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analysis, to assess their primary, secondary, and developing leadership styles.  

They will also determine their leadership style flexibility and style 

effectiveness.   They will diagnose their staffs’ developmental levels and 

explore what is the appropriate style to use and what types of conversations 

are effective to lead their performance.  

Who to attend: Top management (mandatory) 

Number of participant: 8 top management staffs 

Setting: Round tables 

Resources: Flip charts, Pencils, Color marker pens 

Time: 1 day 

 

4.6.1.4 Effective Communication Skill – Questioning and Listening Workshop 

Objectives: 

(1) To enhance participants’ ability to understand what is being 

communicated by developing their skills in effective questioning 

and active listening. 

(2) To improve participants’ tactics in giving, asking for and receiving 

information. 

(3) To help participants better communicate with their staffs at 

different levels. 

Workshop: 

 The participants will consider barriers to effective communication and 

explore how they can be overcome. They then look at the specific 

communication skills in questioning and listening. Then, participants work in 



 116

pairs to try out their skills in a role-play exercise, and review the outcomes of 

the exercise and identify further development points. 

Who to attend: Top management, Middle management 

Number of participant: 8 top management staffs, 11 middle management staffs 

Group size: 4 - 10 

Setting: Round tables 

Resources: Notepads, Pencils 

Time: 2 hours 

 

4.6.1.5 Assertive Communication Skill Workshop 

Objectives: 

(1) To improve participants’ competencies in directing and controlling 

their staffs. 

(2) To help participants in dealing with difficult situations and difficult 

people in assertive manner. 

(3) To help participants develop respectful relationship with their 

staffs. 

Workshop: 

 The session will be opened with discussion on difference between 

assertive, passive, and aggressive behaviors.  The participants will then be 

introduced to the foundation of assertiveness and given the opportunity to 

practice their assertiveness skills and to receive feedback on these. 

Who to attend: Top management, Middle management 

Number of participant: 8 top management staffs, 11 middle management staffs 
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Group size: 4 - 10 

Setting: Round tables 

Resources: Notepads, Pencils 

Time: 2.5 hours 

  

4.6.1.6 Influencing Skills Workshop 

Objectives: 

(1) To help participants recognize the power they have in influencing 

others  

(2) To provide participants with an opportunity to test their influencing 

skills. 

Workshop: 

 The session will be opened with the introduction of different types of 

influencing power that people possess. Then participants will take part in a 

group exercise where they will be briefed to influence others to agree with 

their decisions. They will then receive feedback on the impact of their 

influencing skills. 

Who to attend: Top management, Middle management 

Number of participant: 8 top management staffs, 11 middle management staffs 

Group size: 4 

Setting: Round tables 

Resources: Flip charts, Notepads, Pencils, Color marker pens 

Time: 2 hours 
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4.6.1.7 Influencing Strategies Workshop 

 Objectives: 

(1) To improve participants’ skill in influencing their staffs to perform 

and move towards their goals. 

(2) To help participants to recognize different strategies and 

understand their applications. 

(3) To improve participants’ negotiation skills. 

Workshop: 

 The participants will work in groups to differentiate between the 

concepts of power and influence. They will then discuss the importance of 

developing influencing strategies.  They will then work in small groups to 

look at examples of influencing strategies and identify their effects and 

appropriate uses. They will identify possible influencing strategies to use in 

some brief scenarios and circumstances. They will then come together as a 

main group to discuss their ideas. Finally, the participants will review the 

reasons behind a choice of influencing strategy. 

Who to attend: Top management, Middle management 

Number of participant: 8 top management staffs, 11 middle management staffs 

Group size: 5 

Setting: Round tables 

Resources: Flip charts, Notepads, Pencils, Color marker pens 

Time: 2.5 hours 
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4.6.1.8 Problem Solving and Creative Thinking Workshop 

Objectives: 

(1) To help participants to improve their ability in identifying major 

causes of the problem. 

(2) To encourage participants to think of creative options to solve 

problems and to be able to think out of the box. 

Workshop: 

 The training session will start with introduction of six stages of the 

problem-solving formula. By discussing the stages, participants will become 

aware of how often we fail to see solutions because we often fail to consider 

all the options or, in other words, we tend to work in a box.  Then participants 

will be given a short but graphic demonstration of how we already use the 

formula in the simplest situations to solve the problem without realizing it. 

Then participants will be divided into groups of three and will be challenged 

to complete a task which, on the face of it, seems impossible. They will have 

to try out a wide range of creative options in order to successfully solve the 

problem. 

Who to attend: Top management (mandatory), Middle management (optional) 

Number of participant: 8 top management staffs, 11 middle management staffs 

Group size: 3 

Setting: Round tables 

Resources: depending on the given tasks 

Time: 2.5 hours 
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 Based on the data analysis, it was shown that majority of middle 

management staffs had personal maturity competencies lower than the mean 

level.  In order to improve this competencies of middle management, the 

researcher recommended coaching or mentoring system whereby top 

management provides regular coaching to middle management to guide them 

and to increase their confidence level in performing their job.  Thus, the 

researcher recommended a training workshop for top management to improve 

their coaching skills. 

 

4.6.1.9 Coaching Skills Training Workshop 

Objectives: 

(1) To help participants to understand and learn skills and behaviors of 

a good coach. 

(2) To help participants to provide better feedback and appraisal to 

their staffs. 

(3) To boost participants skills in guiding their staffs to improve 

performance.  

(4) To improve participants skills in promoting their staffs’ confidence 

level in performing their jobs by providing a better coaching. 

Workshop: 

 The session will begin with introduction of characteristics and benefits 

of coaching and the skills and behaviors of a good coach, and also reference to 

generic competency framework components of leadership and management 

and development of staff. Participants will then examine how competencies 
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can assist in coaching and self-assessing their performance by using the 

framework supplied with this activity. Then a model of coaching will be 

described, and participants then follow in a role-play. The activity will be 

closed with a final feedback discussion of their experience in coaching in the 

role-play and how using competencies in coaching will translate into reality. 

Who to attend: Top management, Middle Management, Supervisors, Heads of 

Sections 

Number of participant: approximately 30 

Group size: 4 

Setting: Round tables 

Resources: Flip charts, Color marker pens, Pencils, Notepads 

Time: 3.5 hours 

 

4.6.2 Phase Two: Interventions to Improve Teamwork  

 Based on data analysis mentioned in earlier sections, there was 

teamwork within each department in TEP; however, there was low teamwork 

among top management team and between different departments.  The 

researcher had focused in the areas of monitoring and feedback, 

communication, and team interdependency to recommend appropriate OD 

interventions to improve teamwork.  Interventions for this phase will take 

approximately two months. 
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4.6.2.1 Monitoring Progress Skill Workshop 

Objectives: 

(1) To improve participants’ skills in ensuring that things proceed 

according to the plan to achieve objectives. 

(2) To help participants understand the importance reviewing progress, 

and how to review progress both formally and informally. 

Workshop: 

 The training activity will start with participants taking part in a pairs 

exercise to consider the benefits of formal and informal monitoring of task-

based objectives and developmental objectives. Then session will continue 

with participants’ ideas on methods of monitoring objectives before explaining 

some suggested monitoring systems and their benefits. Then participants will 

work in groups to apply the theory to a case study, and develop a monitoring 

system.  Then, session will be closed by covering the key learning points of 

the training activity. 

Who to attend: Top management (mandatory), Middle management (optional) 

Number of participant: 8 top management staffs, 11 middle management staffs 

Group size: 3 

Setting: Round tables 

Resources: Flip charts, Color marker pens, Pencils, Notepads 

Time: 2.5 hours 
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4.6.2.2 Feedback Skills Training Workshop 

Objectives: 

(1) To improve participants’ skills in giving positive feedback to their 

staffs. 

(2) To help participants in building confidence and competence in their 

staffs while at the same time giving honest and constructive 

feedback. 

 Workshop: 

 The training workshop will begin with introduction on the purpose of 

feedback and the type of feedback that can be used. Participants will discuss in 

group, the benefits of performance feedback and give examples of best 

practices. They will then discuss reactions to feedback and how to deal with 

negative responses. They will then start the exercises that allow them to 

practice their feedback skills. 

Who to attend: Top management (mandatory), Middle management (optional) 

Number of participant: 8 top management staffs, 11 middle management staffs 

Group size: 3 

Setting: Round tables 

Resources: Pencils, Notepads 

Time: 2 hours 

 

 

 

 



 124

4.6.2.3 Team Communication Skills Workshop 

Objectives: 

(1) To help participants in cross functional teams improve their 

communication skills between different departments. 

(2) To increase effectiveness of staffs communication across different 

departments. 

(3) To improve relationship among different departments. 

Workshop: 

 Participants will be asked to complete an assessment on their team 

communication skills. Then, different types of team communication will be 

explained.  Form a group of eight from different departments, and each team 

will then undertake team problem-solving tasks. Members of the team will be 

watched by other participants, then they will be given feedback on the type of 

communication skills they use in the team. The team will then discuss and 

plan to improve team communication skills. 

Who to attend: Top management, Middle management, Office staffs, Shop 

floor staffs (supervisor and assistant supervisor level) 

Number of participant: 8 top management staffs, 11 middle management staffs 

Group size: approximately 109 

Setting: Round tables 

Resources: Flipcharts, Color marker pens, Pencils, Notepads 

Time: 3 hours 
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 Team interdependency being the next major factor affecting a low 

teamwork between different departments, the researcher proposed the 

following activities to break the ice, and to improve relationship among 

different departments.  

 

4.6.2.4 Setup Clubs 

 Set up various types of clubs where employees can share the same kind 

of interests such as sports, and other hobbies.  Company should also set up 

some once a week sessions that bring in specialists in some hobby areas to 

teach those employees with an interest, and set up a club for those. 

 

4.6.2.5 Sports Day 

 Hold once a year company sports day in the middle of each year, to 

build relationships between staffs at different levels and different departments.  

  

4.6.2.6 Company Trip with Ice Breaking Team Activities 

 Set a company trip at end of every year.  Planned ice breaking team 

activities will be held during the trip.  It is important that member of each team 

comes from different departments, to improve relationship of cross-functional 

teams. 

 

4.6.3 Phase Three: Interventions on Company Process and Standards 

 This phase will take about four months to implement interventions to 

improve company processes and standards.  Some of the following 
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interventions of processes and standards will also be used as a follow up 

measure on the effectiveness of interventions implemented in pervious phases, 

and some are to foster the application of staffs’ knowledge on what they have 

learned in the previous interventions.   

 

4.6.3.1 Set up Feedback Session for Every Large Project 

 Set up formal feedback session for every project that the company 

considered as a “large” project (depending on project volume).  The 

participants for this session will be those from management level both from 

top and middle management and some key staffs.  The objective of the session 

is to share the following information among the team to provide positive 

feedback, openly share comments and ideas to perform their tasks better for 

future projects. 

(1) What are the things that are performed up to the objective, and the 

problems that they faced? 

(2) How the team solve the problems? 

(3) What are the lessons learned from the project? 

(4) How can the team perform better for the next project? 

(5) Who are the key persons that supported this project?  And practice 

formal appreciation for their work. 

 

4.6.3.2 Set up Coaching System 

 Set up quarterly formal coaching sessions, whereby every employee is 

assigned to a coach, who is at least one level higher than him/her in the 
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company, to guide them through their career at the company.  This is the 

session where the staffs participated in coaching workshop intervention to be 

able to implement their knowledge into practice.  Coaching will be done in top 

down manner in the company as described in the figure below.  

Figure 4.7 Coaching in TEP 

 

 

4.6.3.3 Set up Key Performance Indicators (KPI) for Individual and 

Department 

 Set up KPI for every position in the company with measurable 

outcomes.  Every department in the company will also be set with KPI to 

measure overall performance of the department at every end of the year.  The 

following table describes measurable outcomes to be included in KPI 

measures for different departments. 
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Table 4.11. Measurable Outcomes for Setting KPI  

Department Some Measurable Outcomes 

Finance Profitability, activity and liquidity ratios 

Sales and Marketing Customer retention, Sales effectiveness, Marketing 
investment effectiveness, Sales by key customers, New 
customers 

Human Resource Skills levels, Productivity, Turnover, Trainings 

Logistics Manufacturing costs, Logistic costs, Internal quality 
performance 

IT management Trends in information access, Effectiveness of IT 
systems in key areas 

Production Production efficiency, Production Cost, Waste  

Engineering Machine breakdown, Machine runtime 

 

4.6.3.4 Set up Yearly Performance Appraisal System 

 Set up yearly performance appraisal system, whereby a coach and 

direct supervisor formally run through appraisal session of staffs with 

evaluation and feedback on their yearly performance.  The appraisal will not 

only focus on measurable outcomes, but also on skills such as communication, 

and teamwork to reflect the effectiveness of interventions in previous phases.  

The objective of the session is to enable coaches and supervisors to apply their 

coaching skills in real practice, as well as to acknowledge and reward staffs 

for their outstanding performances, and to provide positive feedback for those 

performances that need improvement.   
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4.6.4 Organization Development Interventions Proposal Time Line 

 The following table presents the time line for OD proposed interventions.  Interventions are divided into three phases and 

are consisted of seminars, training workshops, and setting processes and standards. 

Table 4.12. Organization Development Intervention Time Line (Phase.1) 

  

Month.1 Month.2 Month.3 

wk.1 wk.2 wk.3 wk.4 wk.1 wk.2 wk.3 wk.4 wk.1 wk.2 wk.3 wk.4 

Phase.1                         

Seminar:                         

Leadership Seminar                         

Training Workshop:                         

Share Value on Leadership Style Workshop                         

Situational Leadership.II Workshop                         

Effective Communication Skills  Workshop                         

Assertive Communication Skills  Workshop                         

Influencing Skills  Workshop                         

Influencing Strategies Workshop                         

Problem Solving and Creative Thinking Workshop                         

Coaching Skills Training Workshop                         
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Table 4.13. Organization Development Intervention Time Line (Phase.2) 

  

Month.4 Month.5 Month.6 

wk.1 wk.2 wk.3 wk.4 wk.1 wk.2 wk.3 wk.4 wk.1 wk.2 wk.3 wk.4 

Phase.2                         

Training Workshop:                         

Monitoring Progress Skill Workshop                         

Feedback Skills  Training Workshop                         

Team Communication Skills Workshop                         

Activity:                         

Setting up Clubs                         

Sports Day Every mid of the year. 

Company Trip with Ice Breaking Team Activities Every end of the year. 

 

Table 4.14. Organization Development Intervention Time Line (Phase.3) 

  

Month.5 Month.6 Month.7 Month.8 
wk.
1 

wk.
2 

wk.
3 

wk.
4 

wk.
1 

wk.
2 

wk.
3 

wk.
4 

wk.
1 

wk.
2 

wk.
3 

wk.
4 

wk.
1 

wk.
2 

wk.
3 

wk.
4 

Phase.3                                 

Process and Standards:                                 
Setup Feedback Session for 

Every Large Project                                 
Setup Quarterly Coaching 

Sessions                                  
Set up KPI for Individual and 

Department                                 
Setup Yearly Performance 

Appraisal System                                 
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4.6.5 Organization Development Interventions Resource Allocation 

 The following table presents allocation of resources for implementation of proposed interventions.  It presents employees 

responsible for arranging training workshops, seminars, and setting up new processes and standards, and resources required for 

implementing interventions. 

Table 4.15. ODI Resource Allocation 

Intervention 
Responsibility (Who) 

Resource Needed 
Internal  External 

Seminar HR Speaker Time, Budget 

Training Workshops HR Trainer Time, Budget 

Activities:   

Setup Clubs HR, Management team Specialists 
Time, Budget, Equipments and 
Facilities 

Sports Day HR   Time, Budget, Facility 

Company Trip HR   Time, Budget, Facility 

Process & Standards:   
Setup Feedback Session for Every Large 

Project Management team   Time 

Setup Quarterly Coaching Sessions  HR, Management team, Supervisors   Time 

Set up KPI for Individual and Department HR, Management team, Supervisors   Time 

Setup Yearly Performance Appraisal System HR, Management team, Supervisors   Time 
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4.6.4 Organization Development Interventions Proposal Time Line 

 The following table presents the time line for OD proposed interventions.  Interventions are divided into three phases and 

are consisted of seminars, training workshops, and setting processes and standards. 
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Table 4.13. Organization Development Intervention Time Line (Phase.2) 

  

Month.4 Month.5 Month.6 
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Phase.2                         

Training Workshop:                         
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Feedback Skills  Training Workshop                         

Team Communication Skills Workshop                         

Activity:                         
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Sports Day Every mid of the year. 

Company Trip with Ice Breaking Team Activities Every end of the year. 

 

Table 4.14. Organization Development Intervention Time Line (Phase.3) 
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wk.
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4.6.5 Organization Development Interventions Resource Allocation 

 The following table presents allocation of resources for implementation of proposed interventions.  It presents employees 

responsible for arranging training workshops, seminars, and setting up new processes and standards, and resources required for 

implementing interventions. 

Table 4.15. ODI Resource Allocation 

Intervention 
Responsibility (Who) 

Resource Needed 
Internal  External 

Seminar HR Speaker Time, Budget 

Training Workshops HR Trainer Time, Budget 

Activities:   

Setup Clubs HR, Management team Specialists 
Time, Budget, Equipments and 
Facilities 

Sports Day HR   Time, Budget, Facility 

Company Trip HR   Time, Budget, Facility 

Process & Standards:   
Setup Feedback Session for Every Large 

Project Management team   Time 

Setup Quarterly Coaching Sessions  HR, Management team, Supervisors   Time 

Set up KPI for Individual and Department HR, Management team, Supervisors   Time 

Setup Yearly Performance Appraisal System HR, Management team, Supervisors   Time 
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CHAPTER FIVE 

Summary, Conclusions, and Recommendations 

 

 This chapter includes a summary of this research paper with the conclusions 

and recommendations based on the findings of the research.  The first part of the 

chapter presents a summary of research findings, the second part presents the 

conclusion based on the research findings, and the last part presents recommendations 

for future studies in the company.   

5.1 Summary of Findings 

 This research study focused on leadership style of top management, 

entrepreneurial competencies of top and middle management, and teamwork within 

department, between different departments, and among management team.  This 

research was formulated accordingly to answer the research questions.  The research 

findings and proposed OD interventions were summarized as below. 

5.1.1 Demographic Profile 

The gender profile analysis shows that 63.4% of TEP respondents were male 

and 36.6% were female.  The majority of respondents at 48.4% were under the age 

group of 31-40 years, then followed by the age of 21-30 years old, which covers 

23.9% of respondents, age group of 41-50 years old at 20.4%, age group of below 20 

at 6.2%, and age group of above 50 at 1.2% consecutively.  For the length of service 

profile, the largest group of respondents at 42.8% had worked with the company for 

6-10 years, the second largest group of respondents at 27.1% had worked with the 

company for 1-5 years, followed by the group of respondents at 20.1% which falls 

under length of service of 11-15 years, the group who worked less than 1 year at 
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9.4%, and the least respondents at 0.6% had worked with the company for 16-20 

years.   

5.1.2 Current Leadership Style of Top Management in TEP 

 All of eight managers in top management level perceived that they possessed 

participative leadership style.   

5.1.3 Difference in Perception of Leadership Style  

 The majority of the respondents at 56% in production department 

perceived production manager as delegative.  As for export sales manager, most of the 

respondents at 58% perceived as authoritarian.  Majority of the respondents at 56% in 

domestic sales section perceived that domestic sales manager was delegative.  The 

largest group of respondents at 67% in logistics department perceived that logistic 

manager was authoritarian.  54% of respondents who were the majority of the group in 

finance and accounting department perceived chief financial officer (CFO) as 

authoritarian.  Most of the respondents at 50% in human resource department perceived 

HR manager as delegative.  And for the respondents in quality assurance department, 

majority at 42% perceived their manager as delegative.  As for the marketing director, 

all of the staffs under direct supervision perceived that he was participative, thus, there 

is no gap of perception for marketing director.  Based on the analysis, it was shown that 

there was a gap between managers’ perception of their leadership styles and their 

staffs’ perception of their leadership styles for every top management positions in TEP 

except for marketing director. 
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5.1.4 Entrepreneurial Competencies Level of Management  

 The five competencies clusters, achievement, thinking and problem solving, 

personal maturity, directing and controlling, and influence were measured for eight 

staffs in top management level and eleven staffs in middle management level.  Based 

on the data analysis, the top three lowest competencies clusters among top 

management were directing and controlling, influence, and thinking and problem 

solving, and the top three lowest competencies clusters among middle management 

were personal maturity, influence, and directing and controlling. 

5.1.5 Current Situation of Teamwork  

 The research findings showed that there is teamwork within each department of 

TEP.  However, there was a low teamwork among top management team and between 

different departments.  The three major factors influencing low teamwork among top 

management and between different departments were communication, monitoring and 

feedback, and team interdependency. 

5.1.6 Proposed OD Interventions  

 This research paper focused OD interventions on improving leadership styles of 

top management, to lessen the gap between managers’ perception and staffs’ perception 

of managers’ leadership style; to improve and develop entrepreneurial competencies of 

top and middle management; and to improve teamwork among top management and 

between different departments by focusing on communication, team interdependency, 

and monitoring and feedback.   

OD interventions were proposed in three phases.  The first phase focused on 

individual level interventions to improve leadership skills, to lessen the perception of 

managers’ leadership style, and to improve entrepreneurial competencies of 
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management.  The second phase focused on improving teamwork among top 

management and between different departments, and the third phase focused on 

improvement of organization processes and setting new standards.  The proposed OD 

interventions were summarized as below. 

Table 5.1. Summary of Proposed OD Interventions 

OD Interventions Time  

Phase.1 3 months 

Seminar:   

Leadership Seminar 2.5 hrs 

Training Workshop:   

Share Value on Leadership Style Workshop 2.0 hrs 

Situational Leadership.II Workshop 1 day 

Effective Communication Skills Workshop 2.0 hrs 

Assertive Communication Skills Workshop 2.5 hrs 

Influencing Skills Workshop 2.0 hrs 

Influencing Strategies Workshop 2.5 hrs 
Problem Solving and Creative Thinking 

Workshop 2.5 hrs 

Coaching Skills  Training Workshop 3.5 hrs 

Phase.2 2.5 months 

Training Workshop:   

Monitoring Progress Skill Workshop 2.5 hrs 

Feedback Skills  Training Workshop 2.0 hrs 

Team Communication Skills Workshop 3.0 hrs 

Activity:   

Set up Clubs 4 weeks to start up 

Sports Day Every mid of the year. 

Company Trip with Ice Breaking Team Activities Every end of the year. 

Phase.3 4 months 

Process and Standards:   

Setup Feedback Session for Every Large Project 1 week to start up 

Setup Quarterly Coaching Sessions  3 weeks to start up 

Set up KPI for Individual and Department 8 weeks to start up 

Setup Yearly Performance Appraisal System 3 weeks to start up 

 

5.2 Conclusions 

 Based on the statistical analysis, it was concluded that there was a difference 

between managers’ perception of their own leadership style and their staffs’ 

perception of their leadership style.  The top three lowest entrepreneurial 
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competencies for top management level were directing and controlling, influence, and 

thinking and problem solving, and the top three lowest competencies clusters among 

middle management were personal maturity, influence, and directing and controlling.  

The research findings also showed that there is teamwork within each department of 

TEP, and there was a low teamwork among top management team and between 

different departments.   

Organization change begins from an individual.  Thus, the first phase of 

proposed intervention focused on interventions to improve individual skill on 

leadership and to improve entrepreneurial competencies.  The second phase of 

intervention focused on departmental level, whereby the managers of each department 

would have improved their skills and competencies they have earned in the first phase 

to lead their staffs for further changes in the company and also to improve teamwork.  

And finally, changes the company processes and setting up new standards for 

measurements and evaluations for future improvements. 

Organization change is an ongoing process where involvement and support 

from management is crucial to its success to change.  Thus, it is important that the 

company improves and maintains teamwork among management team, sharpen 

management leadership skill and competencies level to lead the employees of the 

company to a success change program and to maintain it.  

 

5.3 Recommendations for Future Study in the Organization  

 The proposed OD interventions covered the areas of leadership, 

entrepreneurial competencies, and teamwork.  After these proposed interventions are 

implemented, the company needs other ongoing interventions to make sure that 
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changes are occurring and that people are properly rewarded for their efforts to make 

changes.  Thus, the researcher recommended future studies in the following areas of 

the company for successful change.  

 5.3.1 Operation efficiency  

 What are the processes that the company is using to measure operation 

efficiency?  How effective are the processes, and what are the improvements 

needed in this area? 

5.3.2 Reward System 

 Evaluate the company compensation program against the market level.  

Benchmark the company rewarding system on what types of compensation 

and rewarding program best fits this industry. 

5.3.3 Customer Relationship Management 

 How effectively the company is running customer relationship 

management programs?  How well the company is applying customers’ 

feedbacks and comments for improvement? What are the improvements 

needed in this area for the company to better retain existing customers and 

acquire new ones? 

5.3.4 Continuous improvement of leadership and management competencies 

 How should a company continuously develop skills and competencies of 

management, and how can the company bring out the best in each of them?  
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EPILOGUE 

 

Starting from the first day that I studied in this program, I have earned the 

knowledge on how important it is that we need to look at organization from different 

perspectives and realized the problems that we are facing today and make necessary 

changes to cope with competitive environment.  This program also provided me with 

the knowledge of how we can systematically diagnose the organization to find out the 

actual problems or even challenges that the organization is facing and to 

systematically implement necessary changes and to retain those changes accordingly.  

The touch of consulting practices that I have learned from this program is of a very 

much value added on to the theories that we can apply in the real consulting world. 

From writing this research paper, I have learned to apply the knowledge that I 

earned from this program to the real world.  I have learned the overall perspectives of 

organization development, and most importantly, I have learned that involvement 

from people from every level of the organization is very important in initiating, 

implementing, and retaining successful change.  This is one of the reasons why in this 

research paper, I focused on the areas of leadership style, entrepreneurial 

competencies, and teamwork which were people-oriented aspects of the organization.  

I have also learned from doing action research for this paper that people skill is very 

important for being a good OD consultant, and I am very thankful to this program that 

I have increasing improved on this skill from the first day that I studied in this 

program through the activities that we did in the class as well as support and 

initiatives of our professors.   
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Entrepreneurial Competencies Assessment  
 
Instructions: 

 This questionnaire consists of 70 brief statements.  
 Read each statement and decide how well it describes you.  
 ** Be honest about yourself.  
 This assessment has NO effect on your appraisal. 

 This assessment will be used for developing your competencies in different areas.  
 Please answer all questions. 
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1. I look for things that need to be done. 5 4 3 2 1 

2. I like challenges and new opportunities. 5 4 3 2 1 

3. When faced with difficult problem, I spend a lot of time trying to find 
a solution. 

5 4 3 2 1 

4. When starting a new task or project, I gather a great deal of 
information. 

5 4 3 2 1 

5.  It bothers me when things are not done very well. 5 4 3 2 1 

6.  I give much effort to my work. 5 4 3 2 1 

7.  I find ways to do things faster. 5 4 3 2 1 

8. I plan a large project by breaking it down into smaller tasks. 5 4 3 2 1 

9. I think of unusual solutions to problems. 5 4 3 2 1 

10. I feel confident that I will succeed at whatever I try to do. 5 4 3 2 1 

11. I tell others when they have not performed as expected. 5 4 3 2 1 

12. I get others to support my recommendations. 5 4 3 2 1 

13. I develop strategies to influence others. 5 4 3 2 1 

14. No matter whom I’m talking to, I’m a good listener. 5 4 3 2 1 

15. I do things that need to be done before being asked to by others. 5 4 3 2 1 

16. I prefer activities that I  know well and with which I am comfortable. 5 4 3 2 1 

17. I try several times to get people to do what I would like them to do. 5 4 3 2 1 

18. I seek the advice of people who know a lot about the problems or 
tasks I am working on. 

5 4 3 2 1 

19. It is important to me to do a high quality job. 5 4 3 2 1 

20. I work long hours and make personal sacrifices to complete jobs 
on time. 

5 4 3 2 1 

21. I am not good at using my time well. 5 4 3 2 1 

22. I think about the advantages and disadvantages of different ways 
of accomplishing things. 

5 4 3 2 1 

23. I think of many new ideas. 5 4 3 2 1 

24. I change my mind if others disagree strongly with me. 5 4 3 2 1 

25. If I am angry or upset with someone, I tell that person. 5 4 3 2 1 



 

26. I convince others of my ideas. 5 4 3 2 1 

27. I do not spend much time thinking about how to influence others. 5 4 3 2 1 

28. I feel resentful when I don’t get my way. 5 4 3 2 1 

29. I do things before it is clear that they must be done. 5 4 3 2 1 

30. I notice opportunities to do new things. 5 4 3 2 1 

31. When something gets in the way of what I am trying to do, I keep 
on trying to accomplish what I want. 

5 4 3 2 1 

32. I take action without seeking information. 5 4 3 2 1 

33. My own work is better than that of other people I work with. 5 4 3 2 1 

34. I do whatever it takes to complete a job. 5 4 3 2 1 

35. It bothers me when my time is wasted. 5 4 3 2 1 

36. I try to think of problems I may encounter and plan what to do if 
each problem occurs. 

5 4 3 2 1 

37. Once I have selected an approach to solving a problem, I do not 
change that approach. 

5 4 3 2 1 

38. When trying something difficult or challenging, I feel confident that 
I will succeed. 

5 4 3 2 1 

39. It is difficult for me to order people to do things. 5 4 3 2 1 

40. I get others to see how I will be able to accomplish what I set out to 
do. 

5 4 3 2 1 

41. I get important people to help me accomplish my goals. 5 4 3 2 1 

42. In the past, I have had failures. 5 4 3 2 1 

43. I take action before it is clear that I  must. 5 4 3 2 1 

44. I try things that are very new and different from what I have done 
before. 

5 4 3 2 1 

45. When faced with a major difficulty, I quickly go on to other things. 5 4 3 2 1 

46. When working on a project for someone, I ask many questions to 
be sure I understand what that person wants. 

5 4 3 2 1 

47. When something I have been working on is satisfactory I do not 
spend extra time trying to make it better. 

5 4 3 2 1 

48. When I am doing a job for someone, I make a special effort to 
make sure that person is satisfied with my work. 

5 4 3 2 1 

49. I find ways to do things for less cost. 5 4 3 2 1 

50. I deal with problems as they arise, rather than spend time trying to 
anticipate them. 

5 4 3 2 1 

51. I think of many ways to solve problems. 5 4 3 2 1 

52. I do things that are risky. 5 4 3 2 1 

53. When I disagree with others, I let then know. 5 4 3 2 1 

54. I am very persuasive with others. 5 4 3 2 1 

55. In order to reach my goals, I think of solutions that benefit 
everyone involved in a problem. 

5 4 3 2 1 

56. There have been occasions when I took advantage of someone. 5 4 3 2 1 

57. I wait for direction from others before taking action. 5 4 3 2 1 

58. I take advantage of opportunities that arise. 5 4 3 2 1 

59. I try several ways to overcome things that get in the way of 
reaching my goals. 

5 4 3 2 1 



 

60. I go to several different sources to get information to help with 
tasks or projects. 

5 4 3 2 1 

61. I want the company I own to be the best of its type. 5 4 3 2 1 

62. I do not let my work interfere with my family or personal life. 5 4 3 2 1 

63. I get the most I can out of the money I have to accomplish a 
project or task. 

5 4 3 2 1 

64. I take a logical and systematic approach to activities. 5 4 3 2 1 

65. If one approach to a problem does not work, I think of another 
approach. 

5 4 3 2 1 

66. I stick with my decisions even if other disagree strongly with me. 5 4 3 2 1 

67. I tell people what they have to do, Even if they do not want to do it. 5 4 3 2 1 

68. I cannot get people who have strong opinions or ideas to change 
their minds. 

5 4 3 2 1 

69. I get to know people who may be able to help me reach my goals. 5 4 3 2 1 

70. When I don’t know something, I don’t mind admitting it. 5 4 3 2 1 

 

 



 

 

Entrepreneurial Competencies Assessment  
 
คําชี�แจง:  

 แบบสอบถามนี�ประกอบไปดว้ย 70 ขอ้ โปรดอ ่านโดยละเอยีดและเลือกคําตอบที�บ่งบอกถงึลักษณะการทํางาน

ของคุณมากที�ส ุด 
 โปรดตอบคําถามตามความเป็นจรงิ 
  แบบประเมนินี�ไ ม่มผีลใด ๆ  ต่อการประเมนิการทํางานของคณุ 
 แบบประเมนินี�จะใชเ้ป็นแนวทางในการพัฒนาศักยภาพในการทํางานของคุณ 
 กรุณาตอบทุกคําถาม 
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1. คุณพยามมองหาสิ�งที�จําเป็นตอ้งทําเพื�อการทําใหง้านลุล่วง 5 4 3 2 1 

2. คุณชอบทําในส ิ�งทา้ทาย และจะแสวงหาโอกาสใหม่ ๆ เสมอ 5 4 3 2 1 

3. เมื�อประสบกับปัญหายาก ๆ คุณทุม่เทเวลาในการหาขอ้แกไ้ข
ปัญหานั �น 

5 4 3 2 1 

4. กอ่นที�ค ุณจะลงมอืทํางานช ิ�นใหม ่คุณจะศกึษาหาขอ้มลูอย่างมาก
เพยีงพอเสมอ 

5 4 3 2 1 

5. คุณจะรูส้กึหงดุหงดิ เมื�อผลงานที�ทําออกมาไม่เป็นไปตามความ
ตั �งใจ 

5 4 3 2 1 

6. คุณทํางานดว้ยความทุ่มเท 5 4 3 2 1 

7. คุณจะแสวงหาวธิใีนการทํางานเพื�อใหง้านเสร็จเร็วข ึ�น 5 4 3 2 1 

8. คุณมวีธิกีารทํางานชิ�นใหญ่โดยการแบ่งงานนั �นออกเป็นหวัขอ้ย่อยๆ 5 4 3 2 1 

9. คุณคดิหาวธิีแกปั้ญหาที�แตกตา่งจากวธิเีดมิๆ 5 4 3 2 1 

10. คุณมั�นใจว่าส ิ�งใดกต็ามที�คุณไดล้งมอืทําจะตอ้งประสบผลสําเร็จ 5 4 3 2 1 

11. คุณจะบอกกล่าว เมื�อผูอ้ื�นทํางานไดไ้มต่รงตามความคาดหมาย 5 4 3 2 1 

12. คุณสามารถทําใหผู้อ้ ื�นเห็นดว้ยกับขอ้เสนอแนะของคุณ 5 4 3 2 1 

13. คุณมกีลวธิ ีเพื�อการโนม้นา้วจติใจผูอ้ื�นใหค้ลอ้ยตามคุณได ้ 5 4 3 2 1 

14. คุณจะเป็นผูฟ้ังที�ดเีสมอ ไมว่่ากําลงัสนทนากบัใครก็ตาม 5 4 3 2 1 

15. คุณสามารถทํางานเสร็จกอ่นที�ผูอ้ ื�นจะทวงถาม 5 4 3 2 1 

16. คุณชอบที�จะไดม้อบหมายงานที�คุณชํานาญและมคีวามรูเ้ป็นอย่าง
ด ี

5 4 3 2 1 

17. คุณตอ้งใชค้วามพยายามหลายครั�ง เพื�อใหผู้อ้ื�นทํางานที�คุณ
มอบหมายใหเ้ขาทํา 

5 4 3 2 1 

18. คุณจะขอคําแนะนํา จากผูท้ี�มปีระสบการณ์ในงานที�คุณกําลังทํา

อยู่ 
5 4 3 2 1 

19. การทํางานเพื�อใหไ้ดคุ้ณภาพสูง เป็นสิ�งสําคัญสําหรับคุณ 5 4 3 2 1 

20. เพื�อใหไ้ดง้านที�สมบูรณ์แบบ และเสร็จตรงตามเวลา คุณยอม
เส ียสละเวลาส่วนตัว แมว้า่จะตอ้งใชเ้วลาหลายชั�วโมงก็ตาม 

5 4 3 2 1 

21. คุณจดัสรรเวลาไดไ้มด่นีัก 5 4 3 2 1 

22. คุณจะเปรียบเทยีบขอ้ดีและขอ้เสยีของแตล่ะวธิกีารทํางาน เพื�อ
ความสําเร็จของงาน 

5 4 3 2 1 



 

 

23. คุณมแีนวความคิดใหม่ๆ เสมอ 5 4 3 2 1 

24. คุณพยายามเปลี�ยนความคดิเมื�อผูอ้ ื�นที�มคีวามคดิเห็นขัดแยง้ที�
รุนแรงกบัคุณ 

5 4 3 2 1 

25. เมื�อคุณโกรธหรือหัวเสียกบัใครบางคน คุณจะบอกกบัเขาตรง ๆ 5 4 3 2 1 

26. คุณสามารถโนม้นา้วใหผู้อ้ื�นมคีวามคดิเห็นคลอ้ยตามคุณ 5 4 3 2 1 

27. คุณใชเ้วลาไมม่ากนัก เพื�อคดิหาวธิโีนม้นา้วจติใจผูอ้ื�น 5 4 3 2 1 

28.  คุณจะรูส้กึไมพ่อใจ เมื�อไมไ่ดส้ ิ�งที�คุณตอ้งการ 5 4 3 2 1 

29.  คุณจะลงมือทําส ิ�งต่างๆล่วงหนา้ 5 4 3 2 1 

30. คุณเห็นโอกาสในการทําส ิ�งใหม่ๆ  5 4 3 2 1 

31. เมื�อคุณพบอปุสรรคในสิ�งที� คุณกาํลงัทําอยู่คุณจะยังคงทําต่อไป 
จนกวา่จะประสบผลสําเร็จ 

5 4 3 2 1 

32. คุณเริ�มลงมอืปฏบิัตงิานโดยไม่จําเป็นตอ้งหาขอ้มลูอา้งองิ 5 4 3 2 1 

33. งานในความรับผิดชอบของคุณดีกวา่งานของเพ ื�อนร่วมงานของ
คุณ 

5 4 3 2 1 

34. คุณจะทําทกุอย่างเพื�อใหง้านเสร็จสมบรูณ ์ 5 4 3 2 1 

35. คุณจะรูส้ ึกหวัเสีย เมื�อคุณตอ้งเสียเวลาไปโดยเปลา่ประโยชน ์ 5 4 3 2 1 

36. คุณพยายามวเิคราะห์ถงึปัญหาที�อาจเกดิขึ�น เพื�อวางแผนรับมอื
และแกไ้ขไวล่้วงหนา้ 

5 4 3 2 1 

37. ถา้คุณไดเ้ลือกวธิกีารแกไ้ขปัญหาใดๆ ไปแลว้ คุณจะไมเ่ปล ี�ยนวิธ ี 5 4 3 2 1 

38. เมื�อไดล้องสิ�งที�ยาก หรือทา้ทาย คุณมีความมั�นใจวา่คุณสามารถ
ทําใหถ้งึผลสําเร็จได ้

5 4 3 2 1 

39. การสั�งงานใหผู้อ้ ื�นทํา เป็นเรื�องยากสําหรับคุณ 5 4 3 2 1 

40.  คุณแสดงใหผู้อ้ ื�นไดเ้ห็นถงึวธิกีารทํางานของคุณที�จะทําใหคุ้ณ
ประสบผลสําเร็จตามความตั�งใจ  

5 4 3 2 1 

41. คุณสามารดขอความชว่ยเหลือจากบุคคลอื�น ในการทําใหง้าน
สําเร็จตามเป้าหมาย 

5 4 3 2 1 

42. คุณเคยลม้เหลวมากอ่นในอดตี 5 4 3 2 1 

43. คุณจะทําส ิ�งต่างๆลว่งหนา้กอ่นถงึเวลาที�จําเป็นจะตอ่งทํา  5 4 3 2 1 

44. คุณทดลองทําในส ิ�งแปลกใหม่ซึ�งแตกต่างไปจากที�คุณเคยทํามา
กอ่นอยา่งมาก 

5 4 3 2 1 

45. ยามเมื�อตอ้งเผชญิหนา้กบังานที�เต็มไปดว้ยความยุ่งยาก คุณจะรีบ
ปลีกตัวออกไปทําส ิ�งอื�น 

5 4 3 2 1 

46.  เมื�อไดร้ับมอบหมายงาน คุณจะซกัถามอย่างละเอยีดเพ ื�อใหแ้น่ใจ
วา่คุณมคีวามเขา้ใจตรงกนักบั ผูท้ี�มอบหมายงานใหแ้ก่คุณ 

5 4 3 2 1 

47. เมื�องานที�คุณทําอยู่เป็นที�นา่พอใจดีแลว้ คุณจะไมเ่สียเวลาเพิ�มขึ�น
อกี เพื�อใหผ้ลลัพทน์ั �นดไีปกวา่เด ิม 

5 4 3 2 1 

48. เมื�อคุณทํางานใหแ้ก่ใครก็ตาม คุณจะทุม่เทเป็นพเิศษเพื�อให ้
บุคคลผูน้ั �นพงึพอใจในผลงาน 

5 4 3 2 1 

49. คุณแสวงหาวธิ ีการทํางานที�ไดผ้ลคุม้ค่ากบัส ิ�งที�ตอ้งลงทนุไป 5 4 3 2 1 

50. คุณเลือกที�แกไ้ขขอ้บกพร่องที�กําลังเกดิข ึ�นมากกว่าการใชเ้วลาไป

ในการคาดเดาถงึปัญหาที�ยังไมเ่กดิ 
5 4 3 2 1 

51. คุณคํานงึถ ึง หลายๆวธิ ีเพื�อการแกไ้ขปัญหา 5 4 3 2 1 

52. คุณทําส ิ�งที�เสี�ยง 5 4 3 2 1 

53. คุณบอกกล่าว เม ื�อคุณมคีวามคิดเห็นที�ขดัแยง้ 5 4 3 2 1 

54. คุณสามารถชกัจูงผูอ้ ื�นได ้ 5 4 3 2 1 

55 ในการแสวงหาทางแกไ้ขปัญหาคุณจะคํานงึถงึผลประโยชนข์อง
ทุกฝ่ายที�เกี�ยวขอ้งเสมอ  

5 4 3 2 1 



 

 

56. มบีางครั �งที�ค ุณเอาเปรียบผูอ้ื�น 5 4 3 2 1 

57. คุณรอคําแนะนําจากผูอ้ ื�นก่อนลงมอืปฏบัิต ิ 5 4 3 2 1 

58. คุณใชส้ภุาษิต ที�วา่ “นํ�าข ึ�นใหร้บีตัก” 5 4 3 2 1 

59. คุณพยามทุกวถิทีางเพื�อแกไ้ขปัญหาต่างๆในการไปถงึเป้าหมาย 5 4 3 2 1 

60. คุณคน้ควา้ขอ้มลูจากแหล่งตา่งๆ เพื�อใหใ้ชใ้หเ้ป็นประโยชนต์่อ
งาน 

5 4 3 2 1 

61. คุณตอ้งการใหห้นว่ยงานที�คุณสงักดัอยู ่เป็นหน่วยงานที�ดทีี�สดุ 5 4 3 2 1 

62. คุณจะไมใ่หง้านเขา้มารบกวน ชวีติส่วนตัวและครอบครัวของคุณ
ได ้

5 4 3 2 1 

63. คุณจะใชท้รัพยากรที�มีอยา่งมปีระสทิธภิาพเพื�อใหง้านบรรลผุล
สําเร็จ 

5 4 3 2 1 

64. คุณใชเ้หตุผลและกฏเกณฑใ์นวธิกีารทํางาน 5 4 3 2 1 

65. หากวธิแีรกในการแกไ้ขปัญหาไมป่ระสบผลสําเร็จคุณจะหาวธิอีื�น
อกีเสมอ 

5 4 3 2 1 

66. คุณจะยังคงยดึถือการตัดส ินใจของคุณเป็นหลัก แมว้า่จะมผีูอ้ ื�น
คัดคา้นอย่างมาก 

5 4 3 2 1 

67. คุณสั�งใหผู้อ้ื�นทํางาน ถงึแมว้า่ผูน้ ั�นจะไม่ตอ้งการก็ตาม 5 4 3 2 1 

68. คุณไมส่ามารถเปลี�ยนใจผูท้ี�มคีวามเช ื�อมั�นส ูงในความคดิของตน
แอง 

5 4 3 2 1 

69. คุณรูจ้ักใครที�สามารถชว่ยคุณทํางานใหป้ระสบผลสําเร็จได ้ 5 4 3 2 1 

70. คุณพรอ้มที�จ ะยอมรบั เมื�อคุณไม่มคีวามรูใ้นบางเรื�อง 5 4 3 2 1 

 



 
Manager’s Leadership Style Assessment  

 
Instructions: 

 The following questionnaire contains statements about your department manager’s 
leadership style. 

 Circle the number that represents how strongly you feel about the statement. 
 There is no right or wrong answer. 
 This assessment has NO effect on your performance appraisal. 
 ** Be honest. 
 
 
 

Your gender: 

(1) Male (2) Female 

 

Your age: 

(1) Below 20 (2) 21 – 30 (3) 31-40 (4) 41-50 (5) Above 50 

 

Your department: 

(1) Human Resource (2) Finance & Accounting (3) Sales & Marketing 

(4) Production  (5) Quality Assurance  (6) Logistics 

(7) Engineering  (8) Office of Administration 

 

Number of years that you have worked with the company: 

(1) Less than 1 yr  (2) 1 – 5 yrs  (3) 6 – 10 yrs  

(4) 11 – 15 yrs   (5) 16 – 20 yrs  (6) Over 20 yrs 
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1.  My manager retains the final decision making authority 
within my department or team.  

4 3 2 1 

2.  My manager tries to include one or more of us in 
determining what to do and how to do it. However, your 
manager maintains the final decision making authority.  

4 3 2 1 

3.  My manager allows team members to vote whenever a 
major decision has to be made.  

4 3 2 1 

4.  My manager does not consider suggestions made by us 
as he/she does not have the time for them.  

4 3 2 1 

5.  My managers ask for our ideas and input on upcoming 
plans and projects.  

4 3 2 1 

6.  For a major decision to pass in our department, it must 
have the approval of the majority.  

4 3 2 1 

7.  My manager tells us what has to be done and how to do 
it. 

4 3 2 1 

8.  When things go wrong and need to create a strategy to 
keep a project or process running on schedule, my 
manager calls a meeting to get our opinion and advice.  

4 3 2 1 

9.  My manager sends information to us by email, memos, 
or voice mail; very rarely call for meeting and expects us 
to act upon the information.  

4 3 2 1 

10.  My manager observes our performance and notes the 
mistakes we make.  

4 3 2 1 

11.  My manager creates an environment where we can take 
ownership of the project and allows us to participate in 
the decision making process.  

4 3 2 1 

12.  My manager allows us to determine what needs to be 
done and how to do it.  

4 3 2 1 

13.  New hires are not allowed to make any decisions unless 
it is approved by my manager first.  

4 3 2 1 

14.  My manager asks us for our vision of where we see our 
jobs going and then use our vision where appropriate.  

4 3 2 1 

15.  My manager believes that we know more about our jobs 
than him/her, so he/she allows us to carry out the 
decisions to do our job.  

4 3 2 1 

16.  When something goes wrong, my manager tells us that 
a procedure is not working correctly and he/she 
establishes a new one.  

4 3 2 1 

17.  My manager allows us to set priorities with his/her 4 3 2 1 



 
 

 
 
 
 
 
 
 
 

guidance.  

18.  My manager delegates tasks in order to implement a 
new procedure or process.  

4 3 2 1 

19.  My manager closely monitors us to ensure we are 
performing correctly.  

4 3 2 1 

20.  When there are differences in role expectations, my 
manager works with us to resolve the differences. 

4 3 2 1 

21.  My manager lets each of us to be responsible for 
defining our job.  

4 3 2 1 

22.  My manager likes the power that his/her leadership 
position holds over us. 

4 3 2 1 

23.  My manager uses his/her leadership power to help us 
grow.  

4 3 2 1 

24.  My manager shares his/her authority and delegate tasks 
to us.  

4 3 2 1 

25.  My manager directs or threatens us with punishment in 
order to get us to achieve the organizational objectives.  

4 3 2 1 

26.  My manager creates an environment that we are 
committed to the objectives in order for us to exercise 
self-direction.  

4 3 2 1 

27.  My manager allows us to determine our own KPI and 
work goals. 

4 3 2 1 

28.  My manager believes that we seek only job security. 4 3 2 1 

29.  My manager believes that we know how to use creativity 
and ingenuity to solve organizational problems.  

4 3 2 1 

30.  My manager believes that we can lead ourselves just as 
well as he/she can.  

4 3 2 1 



 

 

แบบประเมนิลกัษณะการเป็นผูนํ้าของผูจ้ดัการฝ่าย 
 

คําชี�แจง:  
 แบบสอบถามนี�เป็นแบบประเมนิลกัษณะการเป็นผูนํ้าของผูจ้ดัการฝ่าย  
 โปรดทําเครื�องหมาย วงกลมลอ้มรอบตัวเลขที�คุณเห็นดว้ยมากที�สุด  
 ไม่มคํีาตอบที�ถกูหร ือผิด  
 แบบสอบถามนี�ไมม่ผีลกระทบต่อการประเมนิผลการทํางานของคุณ    
 โปรดตอบคําถามตามความเป็นจรงิ  

 
 
เพศ: 

(1)    ชาย                       (2) หญงิ 

 

อาย:ุ 

(1)    ตํ�ากว่า 20             (2) 21-30               (3) 31-40              (4) 41-50              (5) 50 ขึ�นไป 

 

แผนกที�สงักดั:  

(1)  แผนกทรัพยากรบุคคล  (2) แผนกการเงินและการบัญช ี          (3) แผนกการขายและการตลาด         

(4) แผนกการผลติ               (5) แผนกตรวจสอบคณุภาพ              (6) แผนก Logistics              

(7) แผนกวิศวกรรม              (8) แผนกการบรหิารสํานักงาน 

 

คุณได้ทาํงานที�บรษิทัแหง่นี�มากี�ปี: 

(1) นอ้ยกว่า 1 ปี          (2) 1-5 ปี                (3) 6-10 ปี               (4) 11-15 ปี           

(5) 16-20 ปี           (5) มากกว่า 20ปี 
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1.  ผูจ้ดัการจะเป็นผูม้อีํานาจในการตัดสนิใจขั �นเด็ดขาด 4 3 2 1 

2.  ผูจ้ดัการจะรับฟังความคดิเห็นจากสมาชกิในการกําหนด
นโยบายและกระบวนการทํางานของหน่วยงาน แตท่า้ยสดุ
อํานาจในการตั �งสนิใจย่อมขึ�นอยู่กบัผูจ้ดัการนั�น 

4 3 2 1 

3.  ผูจ้ดัการจะใหส้ทิธสิมาชกิทุกคนร่วมกนัออกเสยีง เพื�อลงมติ
เห็นชอบ  

4 3 2 1 

4.  ผูจ้ดัการจะไมใ่หเ้วลาสมาชกิคนใด แสดงความคดิเห็น 4 3 2 1 

5.  ผูจ้ดัการจะสอบถามความคิดเห็น ขอ้มูลของแผนงานที�กําลังทํา 
และกระบวนการทํางานจากสมาชกิในหนว่ยงาน 

4 3 2 1 

6.  นโยบายหลักที�ใชใ้นหนว่ยงาน ที�ผ ่านมาลว้นมาจากเสียงส่วน

ใหญ่ของสมาชกิในหน่วยงาน 
4 3 2 1 

7.  ผูจ้ดัการจะช ี�แจงว่าตอ้งทําอะไร และ ทําอย่างไร 4 3 2 1 

8.  เม ื�อเกดิส ิ�งผดิพลาดขึ�นในการ ทํางาน ผูจ้ัดการในแผนกของ
คุณจะเรียกประช ุมแผนก เพื�อสอบถามความคิดเห็นและขอ
คําแนะนําจากสมาชกิ 

4 3 2 1 

9.  เม ื�อตอ้งการสั�งงาน ผูจ้ัดการ จะใชว้ธิส่ีงขอ้มูลข ่าวสารผ่านทาง
อเีมล์ หรือฝากขอ้ความเสยีงมากกวา่การเรียกประชมุ 

4 3 2 1 

10.  ผูจ้ดัการจะคอยสังเกตการณ์ การทํางานของพนักงานในแผนก 
และจะคอยชี�แจงใหท้ราบถงึขอ้ผดิพลาดที�เกดิข ึ�น 

4 3 2 1 

11.  ผูจ้ดัการสรา้งสภาพแวดลอ้มในการทํางาน ใหพ้น ักงานมอํีานาจ
เต็มที�ในการตดัสนิใจและดําเนนิงานที�ไดรั้บมอบหมายเสมือน
หน ึ�งวา่เป็นเจา้ของโครงการนั �น  ๆ

4 3 2 1 

12.  ผูจ้ดัการจะมอบหมายใหพ้นักงาน กําหนดวธิีการทํางานกนัเอง
วา่ตอ้งทําส ิ�งใดและตอ้งทําอย่างไรตามความเหมาะสม 

4 3 2 1 

13.  พนักงานใหม ่จะยังไมม่อีํานาจในการตดัสนิใจใดๆ จนกวา่จะ

ไดร้ับการอนุมตัจิากผูจ้ดัการเสียกอ่น 
4 3 2 1 

14.  ผูจ้ดัการจะสอบถามพนักงานถงึทรรศนะมมุมอง ทศิทางการ
ทํางาน และจะเลอืกปฏบิตัติามวธิกีารที�เหมะสมที�สดุ 

4 3 2 1 

15.  ผูจ้ดัการของคุณมคีวามเชื�อว ่าพนักงานในแผนก มคีวามรู ้
ความสามารถในการทํางานเป็นอย่างดี จงึอนญุาตใหพ้นักงาน
ตัดสินใจในการทํางานดว้ยตนเอง 

4 3 2 1 

16.  เม ื�อเกดิขอ้ผดิพลาดเกดิข ึ�นระหว่างการปฏบิัตงิานผูจ้ัดการ
จะแจง้ใหพ้นกังานทราบวา่วธิกีารที�ไดป้ฏบิตักินัอยูน่ั �นไม่
ถกูตอ้ง และจะกําหนดขั�นตอนการทํางานใหมอ่อกมาใช ้ 

4 3 2 1 

17.  ผูจ้ดัการเป็นผูใ้หคํ้าแนะนําหรือคําชี�แนะแกพ่นักงาน ในการ

จดัลําดบัความสําคัญก่อนหลงัในการทํางาน 
4 3 2 
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18.  ในการเริ�มตน้ขั �นตอนหรือกระบวนการทํางานใหม่ๆ  ผูจ้ัดการจะ
มอบหมายและแจกจ่ายงานใหก้บัพนักงาน 

4 3 2 1 

19.  ผูจ้ดัการจะคอยควบคุมดูแลการทํางานอย่างใกลช้ดิ เพื�อใหก้าร
ปฏบัิตกิารของพนกังานเป็นไปอยา่งถกูตอ้ง  

4 3 2 1 

20.  เม ื�อบทบาทและหนา้ที�ไดต้า่งไปจากที�ไดค้าดไวผู้จ้ดัการจะเข า้
มาชว่ยในการปรับเปลี�ยนเพื�อใหม้คีวามเขา้ใจที�ตรงกนั 

4 3 2 1 

21.  ผูจ้ดัการจะใหพ้นักงานแตล่ะคนกําหนดขอบเขตความ
รับผดิชอบกนัเอง  

4 3 2 1 

22.  ผูจ้ดัการชื�นชอบการใชอํ้านาจในตําแหน่งหนา้ที�ของเขา 4 3 2 1 

23.  ผูจ้ดัการใชอ้ํานาจของความเป็นผูน้ําเพื�อชว่ยใหเ้ราเตบิโตใน
หนา้ที�การงาน 

4 3 2 1 

24.  ผูจ้ดัการยอมใหเ้รามสี่วนร่วมในอํานาจการบังคบับัญชาและ
แบ่งปันหนา้ที�แกพ่นักงาน  

4 3 2 1 

25.  ผูจ้ดัการจะช ี�แนะหรือใชบ้ทลงโทษในการควบคุมใหเ้ราทํางาน
ใหไ้ดต้ามเป้าหมายขององค์กร 

4 3 2 1 

26.  ผูจ้ดัการสรา้งสภาพแวดลอ้มการใหพ้นักงานไดใ้ชท้ักษะการหา
แนวทางการปฏบิัต ิงานดว้ยตนเอง  

4 3 2 1 

27.  ผูจ้ดัการอนุญาติใหพ้นักงานกําหนดมาตรฐานของการชี�วดัผล
การทํางานและเป้าหมายการทํางานเอง 

4 3 2 1 

28.  ผูจ้ดัการเชื�อวา่เราให ค้วามสําคญักับเรื�องของความมั�นคงใน
หนา้ที�การงานเป็นเรื�องที�สําคัญที�สดุ 

4 3 2 1 

29.  ผูจ้ดัการเชื�อวา่เรามคีวามรูแ้ละความคดิสรา้งสรรค์ในการ
แกปั้ญหาขององค์กรอย่างชาญฉลาด 

4 3 2 1 

30.  ผูจ้ดัการเชื�อวา่พวกเรามคีวามสามารถในการเป็นผูน้ําที�ดี 4 3 2 1 



Leadership Style Self Assessment   
 

Instructions: 
 The following questionnaire contains statements about leadership style. 
 Circle the number that represents how strongly you feel about the statement. 
 There is no right or wrong answer. 
 This assessment has NO effect on your performance appraisal. 
 ** Be honest. 
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1.  I retain the final decision making authority within my 
department or team.  

4 3 2 1 

2.  I try to include one or more of my subordinates in 
determining what to do and how to do it. However, I 
maintain the final decision making authority.  

4 3 2 1 

3.  I and my subordinates vote whenever a major decision 
has to be made.  

4 3 2 1 

4.  I do not consider suggestions made by my subordinates 
as I do not have the time for them.  

4 3 2 1 

5.  I ask for my subordinates ideas and input on upcoming 
plans and projects.  

4 3 2 1 

6.  For a major decision to pass in my department, it must 
have the approval of each individual or the majority.  

4 3 2 1 

7.  I tell my subordinates what has to be done and how to do 
it. 

4 3 2 1 

8.  When things go wrong and need to create a strategy to 
keep a project or process running on schedule, I call a 
meeting to get my subordinates opinion and advice. 

4 3 2 1 

9.  To get information out, I send it by email, memos, or voice 
mail; very rarely is a meeting called. My subordinates are 
then expected to act upon the information.  

4 3 2 1 

10.  When someone makes a mistake, I tell them not to ever 
do that again and make a note of it for their performance 
evaluation.  

4 3 2 1 

11.  I create an environment where my subordinates take 
ownership of the project. I allow them to participate in the 
decision making process.  

4 3 2 1 

12.  I allow my subordinates to determine what needs to be 
done and how to do it.  

4 3 2 1 

13.  New hires are not allowed to make any decisions unless it 
is approved by me first.  

4 3 2 1 

 
 

 
    



  

 
 
 
 

 

14.  I ask my subordinates for their vision of where they see 
their jobs going and the use their vision where 
appropriate. 

4 3 2 1 

15.  My subordinates know more about their jobs than me, so I 
allow them to carry out the decisions to do their job.  

4 3 2 1 

16.  When something goes wrong, I tell my subordinates that a 
procedure is not working correctly and I establish a new 
one.  

4 3 2 1 

17.  I allow my subordinates to set priorities with my guidance.  4 3 2 1 

18.  I delegate tasks in order to implement a new procedure or 
process.  

4 3 2 1 

19.  I closely monitor my subordinates to ensure they are 
performing correctly.  

4 3 2 1 

20.  When there are differences in role expectations, I work 
with my subordinates to resolve the differences. 

4 3 2 1 

21.  Each individual is responsible for defining their job.  4 3 2 1 

22.  I like the power that my leadership position holds over 
subordinates.  

4 3 2 1 

23.  I like to use my leadership power to help subordinates 
grow.  

4 3 2 1 

24.  I like to share my authority with my subordinates.  4 3 2 1 

25.  I believe that subordinates must be directed or threatened 
with punishment in order to get them to achieve the 
organizational objectives.  

4 3 2 1 

26.  I believe that my subordinates will exercise self-direction if 
they are committed to the objectives.  

4 3 2 1 

27.  I let my subordinates to have the right to determine their 
own KPI and work goals.  

4 3 2 1 

28.  My subordinates seek mainly job security.  4 3 2 1 

29.  My subordinates know how to use creativity and ingenuity 
to solve organizational problems.  

4 3 2 1 

30.  My subordinates can lead themselves just as well as I 
can.  

4 3 2 1 



 

แบบประเมนิลกัษณะการเป็นผูน้ํา 
 

คําชี�แจง:  
 แบบสอบถามนี�เป็นแบบประเมนิลักษณะการเป็นผูน้ําของคุณ  

 โปรดทําเครื�องหมายวงกลมลอ้มรอบตัวเลขที�คุณเห็นดว้ยมากที�สดุ  
 ไม่มคํีาตอบที�ถกูหร ือผิด  
 แบบสอบถามนี�ไมม่ผีลกระทบต่อการประเมนิผลการทํางานของคุณ     
 โปรดตอบคําถามตามความเป็นจรงิ  
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1.  อํานาจการตดัสนิใจขั �นเด็ดขาดในหนว่ยงาน จะข ึ�นอยู่กบัคุณแต่
เพียงผูเ้ดียว 

4 3 2 1 

2.  คุณรับฟงัความคิดเห็นจากผูใ้ตบั้งคับบัญชา ในเรื�องนโยบาย
และกระบวนการทํางาน แต่อ ํานาจการตดัสนิใจขั �นเด็ดขาดจะ
ขึ�นอยู่กบัคุณ 

4 3 2 1 

3.  คุณและผูใ้ตบ้ังค ับบัญชา จะร่วมกนัลงความเห็นเพื�อหาขอ้สรปุ
การตัดสนิใจ 

4 3 2 1 

4.  คุณจะไมพ่จิารณาขอ้เสนอแนะใดๆ จากผูใ้ตบ้งัคบับัญชา เพราะ
จะเป็นการเปล่าประโยชน ์

4 3 2 1 

5.  คุณจะถามความคดิเห็น ขอ้มลูสําหรับแผน และกระบวนการ
ทํางานจากผูใ้ตบ้ังคับบัญชา 

4 3 2 1 

6.  นโยบายหลักที�ใชใ้นหนว่ยงาน ที�ผ ่านมาลว้นมาจากเสียงส่วน
ใหญ่ของสมาชกิในหน่วยงาน 

4 3 2 1 

7.  คุณช ี�แจงผูใ้ตบ้ัญคบั บัญชาวา่ตอ้งทําอะไร และ ทําอย่างไร 4 3 2 1 

8.  เม ื�อเกดิส ิ�งผดิพลาดขึ�นในการ ทํางานคุณจะเรียกประชุมแผนก 
เพื�อสอบถามความคดิเห็นและขอคําแนะนําจาก
ผูใ้ตบ้ังคับบญัชา 

4 3 2 1 

9.  โดยส่วนมากคุณจะใช ้อเีมลล์, เมมโม, หรือฝากขอ้ความเส ียง
ไว ้ในการสง่ขอ้มลูข่าวสารถงึผูใ้ตบ้ังคับบัญชา มนีอ้ยครั�งมากที�
จะเรียกประชมุ 

4 3 2 1 

10.  เม ื�อบคุลากรในหนว่ยงานทํางานผดิพลาด คุณจะเตอืนเขาวา่
หา้มทําเชน่นั �นอกีและคุณจะบนัทกึความผดิพลาดนี�เพื�อการ
ประเมนิผลงาน 

4 3 2 1 

11.  คุณสรา้งสภาพแวดลอ้มในการทํางาน ที�สามารถให ้
ผูใ้ตบ้ังคับบญัชามกีรรมสทิธ ิ�ในงานแต่ละโปรเจค และคุณให ้
โอกาสพวกเคา้ในการมสี ่วนร่วมในกระบวนการตดัสนิใจ 

4 3 2 1 

12.  คุณอนุญาตใิหผู้ใ้ตบ้ังคับบัญชา กําหนดวธิีการทํางาน และสิ�งที�
จําเป็นตอ้งทํา  

4 3 2 1 

13.  บุคลากรเขา้ใหมไ่มม่อีํานาจในการตดัสนิใจใดๆ ยกเวน้เสยีแต่ 4 3 2 1 



 

วา่คุณจะอนุมตัเิสียกอ่น 

14.  คุณสอบถามผูใ้ตบ้ังคับบัญชาถงึทรรศนะมุมมอง ทศิทางการ
ทํางาน และจะเลอืกปฏบิัตติามวธิกีารที�เหมะสมที�สดุ 

4 3 2 1 

15.  คุณเช ื�อว่าผูใ้ตบ้ังคับบญัชามีความรูค้วามสามารถในงานที�
รับผดิชอบมากกวา่คุณ คุณจ ึงอนุญาตใิหพ้วกเขาสามารถทํา
การตัดสนิใจเกี�ยวกบังานดว้ยตนเอง 

4 3 2 1 

16.  เม ื�อเกดิขอ้ผดิพลาดขึ�นระหว่างการปฏบิัตงิาน คุณจะแจง้ให ้
ผูใ้ตบ้ังคับบญัชาทราบวา่เกดิจากขั �นตอนการทํางานที�ไม่
ถกูตอ้งและคุณจะเป็นผูก้ําหนดขั �นตอนการทํางานใหมอ่อกมา
ใช ้

4 3 2 1 

17.  คุณอนุญาตใิหผู้ใ้ตบ้ังคับบัญชา ลําดบัความสําคัญกอ่นหลังใน
การทํางาน โดยคุณจะคอยใหคํ้าแนะนําดว้ย 

4 3 2 1 

18.  คุณมอบหมายและแจกจ่ายงานใหแ้กผู่ใ้ตบ้ ังคับบัญชาในการ
ทํางานใหม่ๆ   

4 3 2 1 

19.  คุณจะคอยดูแลผูใ้ตบ้ังคับบัญชาอยา่งใกลช้ดิ เพื�อใหแ้น่ใจว่า
การทํางานเป็นไปอย่างถูกตอ้ง 

4 3 2 1 

20.  เม ื�อบทบาทหนา้ที�เปลี�ยนแปลงไปจากที�ไดค้าดไว ้คุณจะ
ร่วมกบัผูใ้ตบ้ังคับบัญชาในการปรับเปลี�ยนเพื�อใหม้ีความเขา้ใจ
ที�ตรงกนั 

4 3 2 1 

21.  คุณจะใหพ้นักงานแตล่ะคนกาํหนดขอบเขตหนา้ที�ความ
รับผดิชอบกนัเอง 

4 3 2 1 

22.  คุณช ื�นชอบอํานาจหนา้ที�ในตําแหน่งผูน้ํานี� ที�ทําใหคุ้ณสามารถ
ควบคุมดูแลผูใ้ตบ้ังคับบัญชาได ้

4 3 2 1 

23.  คุณชอบที�จะใชพ้ลังแหง่ผูน้ําในการพฒันาผูใ้ตบ้ังค ับบญัชา 
และชว่ยใหเ้คา้เตบิโตในหนา้ที�การงาน 

4 3 2 1 

24.  คุณชอบที�จะใหผู้ใ้ตบ้ังคับบญัชา มสี่วนร่วนในอํานาจการบังคับ
บัญชาได ้

4 3 2 1 

25.  คุณเช ื�อว่า การที�หน่วยงานหรือองค์กรจะประสบผลสําเร็จไดน้ ั �น 
ผูใ้ตบ้ังคับบญัชาจําเป็นตอ้งถกูชี�แนะดว้ยหรือควบคมุดว้ย

กฎระเบียบและการลงโทษ 

4 3 2 1 

26.  คุณเช ื�อว่าผูใ้ตบ้ังคับบญัชา จะสามารถสรา้งทักษะในการ
กําหนดทศิทางการทํางานดว้ยตนเองไดห้ากเคา้ยดึมั�น ใน
เป้าหมายการทํางาน 

4 3 2 1 

27.  คุณปล่อยใหผู้ใ้ตบ้ังคบับัญชาเป็นผูก้าํหนดวธิกีารในการชี�วดั
และเป้าหมายของงานดว้ยตัวเอง 

4 3 2 1 

28.  ผูใ้ตบ้ังคับบญัชาของคุณจะใหค้วามสําคัญกบัเรื�องของความ
มั�นคงในหนา้ที�การงานเป็นเรื�องที�สําคัญที�สดุ 

4 3 2 1 

29.  ผูใ้ตบ้ังคับบญัชาของคุณมคีวามรู ้และความคดิสรา้งสรรค์ใน
การแกป้ัญหาขององค์กรอย่างชาญฉลาด 

4 3 2 1 

30.  ผูใ้ตบ้ังคับบญัชาของคุณมคีวามสามารถในการเป้นผูน้ําไดเ้ป็น
อย่างด ี

4 3 2 1 



Teamwork Assessment  

 

Instructions: 

 Read each statement and decide how well it describes the teamwork between 

departments and among management team.  

 Please answer all questions. 

 Choose only one answer per question. 

 ** Be honest. 
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1. When discussing issues among the management team, all 

members are involved in discussions and to share ideas. 
4 3 2 1 

2. Members of different department freely share their 

knowledge, experience, and expertise with each other. 
4 3 2 1 

3. My department’s goals have been specifically defined, 

communicated, and are understood by all team members. 
4 3 2 1 

4.The management team creates a culture that allows team 

members to talk openly and honestly with one another. 
4 3 2 1 

5. Members in my department communicate well and receive 

enough information from other department to perform. 
4 3 2 1 

6. We receive enough information from member of 

management team about progress on project and how well it 

is performing. 

4 3 2 1 

7. Management team creates a culture that allows us to 

constructively and honestly share feedback and perceptions 

about each other’s behavior and performance. 

4 3 2 1 

8. My department receives recognition for accomplishments 

and achievements from other department or department 

managers. 

4 3 2 1 

9. My department receives constructive feedback when 

succeed, as well as when mistakes are made or what need to 

be improved. 

4 3 2 1 

10. I seek out and respond to feedback from other members of 

management team and stakeholders on performance of my 

department. 

4 3 2 1 



11. Members of management team are respectful, supportive, 

and considerate of each other’s individual needs, 

challenges, and goals. 

4 3 2 1 

12. All members of management team take pride in the 

accomplishments and success of the team rather than 

individual. 

4 3 2 1 

13. Each member of management team carries his/her fair 

share of the workload and are willing to support each other.  
4 3 2 1 

14. Members of management team feel equally responsible for 

the performance towards organization objective. 
4 3 2 1 

15. Members of each department willingly help out when 

someone on the other department needs assistance. 
4 3 2 1 

16. People in our management team are versatile and capable 

and willing of performing a variety of tasks. 
4 3 2 1 

17. Management team permits all members to have primary 

roles for completing departmental tasks and allow room to 

do what is necessary to accomplish the organization goals 

and objectives. 

4 3 2 1 

18. Members of management team are willing to perform tasks 

out of their scope of responsibilities to help other members. 
4 3 2 1 

19.  Members of management team effectively manage time 

and priorities, and responds well to emergency problems 

and projects. 

4 3 2 1 

20. Members of management team are responsive and flexible 

when goals and plans need to be changed to exploit 

opportunities or avoid problems. 

4 3 2 1 

21. Members of management team are willing to change their 

approach and ways of doing things to accomplish their 

tasks. 

4 3 2 1 

22. Members of management team respond positively to 

adversity and endure the pain that comes from change or 

difficult trials. 

4 3 2 1 

23. Our management team sustains and follows through on 

new programs and initiatives with full effort.  
4 3 2 1 

24. Members in our management team are both willing and 

able to learn, benchmark, and initiate improvements in work 

practices and processes. 

4 3 2 1 



25. Members in our management team explore boundaries and 

constraints and do not assume limitations and artificial 

restrictions on its work. 

4 3 2 1 

 

 



 

 

แบบประเมนิการทํางานเป็นทมี 

 

คําชี�แจง:   

 เลือกคําตอบที�บ่งบอกถงึลักษณะของการทํางานเป็นทมีระหวา่งหนว่ยงานดว้ยกนัและ 

ผูบ้รหิารดว้ยกนั 

 ใหเ้ล ือกเพยีงคําตอบเดยีวตอ่หนึ�งคําถาม 

 โปรดตอบทุกคําถาม 

 โปรดตอบคําถามตามความเป็นจรงิ  
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1. ในการประชมุระดับผูบ้รหิารองค์กร ผูเ้ขา้รว่มประชมุทุกทา่นจะมสีว่น

เกี�ยวขอ้งใหข้อ้เสนอแนะและแสดงความคิดเห็น 
4 3 2 1 

2. บุคลกรจากต่างหน่วยงาน มกีารแลกเปลี�ยนความรู,้ ประสบการณ์ 

และความสามารถ ซึ�งกนัและก ัน 
4 3 2 1 

3. เป้าหมายของหน่วยงานคณุไดถู้กระบ,ุ สื�อสาร, และทําความเขา้ใจ

อย่างชดัเจนกบัสมาชกิในหน่วยงานทุกคน      
4 3 2 1 

4. ทีมผูบ้ริหารสรา้งวฒันธรรมองค์กรที�สนบัสนนุใหส้มาชกิสื�อสารอย่าง

เปิดเผยและตรงไปตรงมา 
4 3 2 1 

5. บุคลาการในหน่วยงาน มกีารตดิต่อสื�อสารที�ดีและไดรั้บมูลเพื�อการ

ปฏบัิตงิานจากหน่วยงานอื�นอยา่งทั�วถงึ 
4 3 2 1 

6.  คุณจะไดร้ับขอ้มลูความคืบหนา้ของโปรเจคต่างๆจากสมาชกิในทีม

ผูบ้ริหาร 
4 3 2 1 

7. ทีมผูบ้ริหารไดส้รา้งวฒันธรรมองค์กรใหผู้จ้ดั การทกุคนสามารถใหคํ้า

วจิารณ์ในการทํางานซึ�งกนัและกนัไดอ้ย่างตรงไปตรงมา 
4 3 2 1 

8. หน ่วยงานของคุณไดร้ับการยอมรับจากหน่วยงานอื�น หรือผูบ้ริหาร

จากหน่วยงานอื�น ในเรื�องความสําเร็จพรอ้มทั�งสัมฤทธผิลของงานดัง

เป้าหมายที�ตั �งไว ้

4 3 2 1 

9. หน ่วยงานของคุณไดร้ับคํากล่าวชม เมื�อบรรลุผลสําเร็จ และไดรั้บ

คําแนะนําอย่างสรา้งสรรค์เมื�อทํางานผิดพลาดหรือมสี ิ�งที�ตอ้งแกไ้ข 
4 3 2 1 

10. คุณจะไตถ่ามถงึผลการปฏิบตังิานของหนว่ยงานคุณจากทีมผูบ้รหิาร 

และผูถ้อืหุน้บรษิัท เพื�อรับฟังความแนะนําและขอ้คดิเห็นเพื�อปรับปรุง    
4 3 2 1 



 

 

11. ทีมผูบ้รหิาร ใหค้วามเคารพซ ึ�งกนัและกนั มกีารสนับสนุนและเห็น

อกเห็นใจกนัพรอ้มทั �งเขา้ใจในอปุสรรค และเป้าหมายในการทํางาน

ของกนัและกนั 

4 3 2 1 

12. ทีมผูบ้รหิารยดึมั�นและภาคภูมใิจในความสําเร็จของการทํางานแบบ

เป็นทีมมากว่าการทํางานแบบคนเดียว 
4 3 2 1 

13. สมาชกิในทีมผูบ้รหิารมหีนา้ที�ที�ตนตอ้งรับผดิชอบ เทา่เทียมกนัแต่

ในขณะเดียวกัน ก็พรอ้มที�จะใหค้วามช่วยเหลือผูอ้ื�นอกีดว้ย 
4 3 2 1 

14. ทีมผูบ้รหิารมคีวามรูส้กึรับผดิชอบที�เทา่เทียมกนัในทํางาน เพ ื�อ

บรรลุวตัถปุระสงค์ขององค์กร 
4 3 2 1 

15. บุคคลากรที�อยูท่ั �งในและต่างแผนก จะคอยชว่ยเหลือซ ึ�งกนัและกนั

ดว้ยความเต็มใจ 
4 3 2 1 

16. ทีมผูบ้รหิาร มคีวามสามารถในการทํางานที�หลากหลาย 4 3 2 1 

17. ทีมผูบ้รหิารแต่ละคนถงึแมจ้ะมหีนา้ทหีลักที�ตอ้งทําแลว้ แต่ก็พรอ้ม

ที�จะทํางานอื�นๆ ที�จําเป็น นอกเหนือความรับผดิชอบของตน เพื�อ

ความสําเร็จของหนว่ยงาน 

4 3 2 1 

18. สมาชกิในทีมผูบ้รหิารพรอ้มจะทํางานใหม้ากกวา่ความรับผดิชอบ

ของตนเพื�อที�จะสามารถชว่ยเหลืองานของสมาชกิคนอ ื�น  ๆ
4 3 2 1 

19.  ทีมผูบ้รหิาร จดัสรรเวลาการทํางานไดอ้ยา่งมปีระสิทธภิาพ รวมทั �ง

สามารถตอบสนองเมื�อเกดิปัญหาฉุกเฉินในการทํางานไดอ้ย่างด ี
4 3 2 1 

20. ทีมผูบ้รหิาร สามารถปรับเปลี�ยนวธิ ีการทํางาน เมื�อจําเป็นตอ้ง

เปล ี�ยนแผนเพื�อหาแนวทางใหม ่หรือเพื�อหลีกเลี�ยงปัญหา 
4 3 2 1 

21. ทีมผูบ้รหิาร ยนิดีที�จะเปลี�ยนกลยทุธแ์ละวธิกีารเพื�อใหง้านนั �น

บรรลุผลสําเร็จ 
4 3 2 1 

22.  ทีมผูบ้รหิาร สามารถตอบสนองต่ออปุสรรคและปัญหาการทํางาน

ไดเ้ป็นอย่างด ี
4 3 2 1 

23. ทีมผูบ้รหิาร ใหค้วามพยายามอย่างเต็มที�กบัโครงการและการรเิริ�ม

ส ิ�งใหม่ๆ อยา่งตอ่เนื�อง  
4 3 2 1 

24. ทีมผูบ้รหิาร มคีวามตั�งใจและมคีวามสามารถในการเรียนรู ้มคีวาม

รเิริ�มสรา้งสรรค์ เพื�อใชป้รับประยุกต์การทํางานใหเ้กดิการพฒันาขดี

ความสามารถของหน่วยงานอยา่งตอ่เนื�อง และเป็นไปตามเกณฑ์

มาตรฐาน  

4 3 2 1 

25. ทีมผูบ้รหิาร ใฝ่หาแนวทางการทํางานและแกปั้ญหาโดยไม่จํากดั

ขอบเขต 
4 3 2 1 

 

 



Teamwork Assessment  
 

Instructions: 
 Read each statement and decide how well it describes your department.  
 Please answer all questions. 
 Choose only one answer per question. 
 ** Be honest. 

 

 

 
Your gender: 

(1) Male (2) Female 

 

Your age: 

(1) Below 20 (2) 21 – 30 (3) 31-40 (4) 41-50 (5) Above 50 

 

Your department: 

(1) Human Resource (2) Finance & Accounting (3) Sales & Marketing 

(4) Production  (5) Quality Assurance  (6) Logistics 

(7) Engineering  (8) Office of Administration 

 

Number of years that you have worked with the company: 

(1) Less than 1 yr  (2) 1 – 5 yrs  (3) 6 – 10 yrs  

(4) 11 – 15 yrs   (5) 16 – 20 yrs  (6) Over 20 yrs 
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1. My team involves all members in discussions and allows 
members to share ideas. 4 3 2 1 

2. Members of my team freely share their knowledge, 
experience, and expertise with each other. 4 3 2 1 

3. My team’s goals have been specifically defined, 
communicated, and are understood by all team members. 4 3 2 1 

4. My team creates culture that allows team members to talk 
openly with one another. 4 3 2 1 

5. My team communicates well and receives enough information 
from other teams to perform 4 3 2 1 

6. My team members receive enough information about 
progress on project and how well it is performing. 4 3 2 1 



7. Members of my team constructively and honestly share 
feedback and perceptions about each other’s behavior and 
performance. 4 3 2 1 

8. My team members receive recognition for accomplishments 
and achievements from the team leader. 4 3 2 1 

9. The team leader gives constructive feedback to my team 
members when they succeed, as well as when they make 
mistakes or need to improve. 4 3 2 1 

10. My team seeks out and responds to feedback from team   
leader. 4 3 2 1 

11. Members of my team are respectful, supportive, and 
considerate of each other’s individual needs, challenges, 
and goals. 4 3 2 1 

12. My team members take pride in the accomplishments and 
success of the team. 4 3 2 1 

13. Each member of my team carries his/her fair share of the 
workload. 4 3 2 1 

14. My team members feel equally responsible for the 
performance of the team and its outcome. 4 3 2 1 

15. My team members willingly help out when someone on the 
team needs assistance. 4 3 2 1 

16. People in my team are versatile and capable and willing of 
performing a variety of tasks. 4 3 2 1 

17. My team permits individuals to have primary roles for 
completing team tasks and allow room to do what is 
necessary to accomplish the team’s goals and tasks 4 3 2 1 

18. My team members are willing to perform tasks out of their 
scope of responsibilities to help other team members 4 3 2 1 

19. My team effectively manages time and priorities, and 
responds well to emergency problems and projects. 4 3 2 1 

20. My team is responsive and flexible when goals and plans 
need to be changed to exploit opportunities or avoid 
problems. 4 3 2 1 

21. My team members are willing to change their approach and 
ways of doing things to accomplish their tasks. 4 3 2 1 

22. My team responds positively to adversity and endures the 
pain that comes from change or difficult trials. 4 3 2 1 

23. My team sustains and follows through on new programs 
and initiatives with full effort.  4 3 2 1 



24. My team is both willing and able to learn, benchmark, and 
initiate improvements in work practices and processes. 4 3 2 1 

25. My team explores boundaries and constraints and does not 
assume limitations and artificial restrictions on its work. 4 3 2 1 

 

 



 

 

แบบประเมนิการทํางานเป็นทมี 
 

 
คําชี�แจง:  

 คําตอบที�บ่งบอกถงึลักษณะของ ฝ่ายของคณุ  
 ใหเ้ล ือกเพยีงคําตอบเดยีวตอ่หนึ�งคําถาม 
 โปรดตอบทุกคําถาม 
 โปรดตอบคําถามตามความเป็นจรงิ 

 

 

 

เพศ: 

(1)    ชาย                       (2) หญงิ 

 

อาย:ุ 

(1)    ตํ�ากว่า 20             (2) 21-30               (3) 31-40              (4) 41-50              (5) 50 ขึ�นไป 

 

แผนกที�สงักดั:  

(1)  แผนกทรัพยากรบุคคล  (2) แผนกการเงินและการบัญช ี          (3) แผนกการขายและการตลาด         

(4) แผนกการผลติ               (5) แผนกตรวจสอบคณุภาพ              (6) แผนก Logistics              

(7) แผนกวิศวกรรม              (8) แผนกการบรหิารสํานักงาน 

 

คุณได้ทาํงานที�บรษิทัแหง่นี�มากี�ปี: 

(1) นอ้ยกว่า 1 ปี          (2) 1-5 ปี                (3) 6-10 ปี               (4) 11-15 ปี           

(5) 16-20 ปี           (5) มากกว่า 20ปี 
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1. สมาชกิในหน่วยงานทุกคน มสี ่วนรว่มแสดงความคดิเห็นได ้
4 3 2 1 

2. สมาชกิในหน่วยงานจะแบง่ปันความรู ้และประสบการณต์ามความถนดั
ของตนใหแ้กส่มาชกิคนอื�นๆ 4 3 2 1 

3. หนว่ยงานของคุณ มีการกําหนดเป้าหมายในการทํางานไวอ้ย่างชดัเจน 
และสมาชกิทุกคนมคีวามเขา้ใจที�ตรงกันในเป้าหมายนั�นๆ 4 3 2 1 

4. หนว่ยงานของคุณมกีารปลูกฝังค่านยิมในการที�ใหส้มาชกิมอีสิระในการ
แสดงความคดิเห็น หรือ ความรูส้กึที�มตี่อกนัไดอ้ย่างตรงไปตรงมา 4 3 2 1 

5. หนว่ยงานของคุณ มีการสื�อสารที�ดีและไดร้ับขอ้มลูข่าวสารที�จําเป็นจาก
หนว่ยงานอื�น ๆในการปฏบิัตงิาน 4 3 2 1 

6. สมาชกิในหน่วยงาน ไดร้บัขอ้มลูข่าวสารเกี�ยวกบัความคืบหนา้ของ
โครงการทําอยู่ในระหวา่งดําเนนิการ 4 3 2 1 

7. สมาชกิในหน่วยงานของคุณ กลา้ที�จะแสดงออกถงึความรูส้กึและ
มมุมองต่อพฤตกิรรมและศักยภาพของเพื�อนร่วมงานไดอ้ย่าง
ตรงไปตรงมา 

4 3 2 1 

8. เมื�อสมาชกิในหนว่ยงาน ทํางานประสบผลสําเร็จตามเป้าหมาย ยอ่ม
ไดร้ับการยกย่องและยอมรับจากผูบ้ังคับบญัชา  4 3 2 1 

9. ผูบ้ังค ับบญัชาจะกลา่วชมเชยเมื�องานนั �นสําเร็จลุล่วง และใหคํ้าแนะนํา
แบบสรา้งสรรค์เมื�องานเกดิความผดิพลาด หรือจําเป็นตอ้งมกีารปรับปรุง
แกไ้ข 4 3 2 1 

10. สมาชกิในหน่วยงาน ไขวค่วา้และรับฟังความคิดเห็นของ
ผูบ้ังคับบญัชาและพรอ้มที�จะปรบัปรุงตามขอ้แนะนํา 4 3 2 1 

11. สมาชกิในหน่วยงาน ใหก้ารยอมรับ, สนับสนนุ และเอาใจใส่ซ ึ�งกนั

และกนั ในการดําเนนิงานใหบ้รรลุเป้าหมาย 4 3 2 1 

12. สมาชกิมีความภาคภูมใิจในความสําเร็จของหน่วยงาน 
4 3 2 1 

13. สมาชกิทุกคนมคีวามรับผดิชอบงานและทําตามความรับผดิชอบที�
ได รั้บมา 4 3 2 1 

14. สมาชกิในหน่วยงาน ร่วมกันรบัผดิชอบผลการดําเนนิงานของ
หนว่ยงานโดยเท่าเทียมกนั  4 3 2 1 

15. สมาชกิในหน่วยงานยนิดีใหค้วามชว่ยเหลือเมื�อเพื�อนสมาชกิตอ้งการ

ความชว่ยเหลือ 4 3 2 1 

16. สมาชกิในหน่วยงาน มีความสามารถในการทํางานที�หลากหลาย 
4 3 2 1 



 

 

17. ถงึแมแ้ต่ละคนจะมหีนา้ทหีลักที�ตอ้งทําแลว้ แต่ก็พรอ้มที�จะทํางาน
อ ื�นๆ ที�จําเป็น นอกเหนอืความรบัผดิชอบของตน เพื�อความสําเร็จของ
หนว่ยงาน 

4 3 2 1 

18. สมาชกิในหน่วยงานพรอ้มจะทํางานใหม้ากกวา่ความรับผดิชอบของ

ตนเพื�อที�จะสามารถชว่ยเหลืองานของสมาชกิคนอื�น  ๆ 4 3 2 1 

19. หนว่ยงานของคุณ บรหิารเวลาไดอ้ย่างมีประสทิธภิาพ จึงลําดับ
ความสําคัญและแกไ้ขปัญหาที�ไมไ่ดค้าดหมาย ไดเ้ป็นอย่างด ี 4 3 2 1 

20. ภายในหน่วยงานของคุณ  สามารถปรับเปลี�ยนวธิกีารทํางาน เม ื�อ
จําเป็นตอ้งเปลี�ยนแผนเพื�อหาแนวทางใหม ่หรือเพื�อหลีกเลี�ยงปัญหา 4 3 2 1 

21. สมาชกิในหน่วยงาน ยนิดีที�จะปรบั เปลี�ยนวธิีการทํางาน เพื�อใหง้าน
สําเร็จตามวตัถุประสงค ์ 4 3 2 1 

22. เมื�อเกดิอปุสรรคในการทํางาน สมาชกิในหนว่ยงาน สามารถ
ตอบสนองและอดทนต่ออปุสรรคนั�น ไดเ้ป็นอย่างด ี 4 3 2 1 

23. สมาชกิในหน่วยงานใหค้วามพยายามอย่างเต็มที�กบัโครงการและการ
รเิร ิ�มส ิ�งใหม ่ๆ อย่างต่อเน ื�อง 4 3 2 1 

24. สมาชกิในหน่วยงาน มีความตั �งใจและความสามารถในการเรียนรู ้มี
ความริเริ�มสรา้งสรรค์ เพื�อใชป้รบัประยุกต์การทํางานใหเ้กดิการพฒันา
ขีดความสามารถของหน่วยงานอย่างต่อเนื�อง และเป็นไปตามเกณฑ์

มาตรฐาน  
4 3 2 1 

25. สมาชกิในหน่วยงาน ใฝ่หาแนวทางการทํางานและแกปั้ญหาโดยไม่
จํากดัขอบเขต 4 3 2 1 
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