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Chapter 3

Research Methodology

This chapter explains the methodology used in this study. It is organized into three 
parts. The first part deals with research design. The second part deals with the development of 
measures to be studied, and the third part describes data collection procedures.

1. Research Design

In d u s t r y  s e le c t io n

The electronics industry is selected because of the following reasons. First, this industry 
had the highest export value in 1997-1998. Thus, it plays the important role in the Thai economy. 
See Table3.1. Second, according to Subcommittee for the Improvement of Thailand’s 
Competitiveness, the electronics industry is one of those receiving the Thai Government’s 
supports and promotions to upgrade its technology. Third, the electronics industry is an industry 
of the future, having a high growth potential and being the future success of Thailand. It has 
advanced rapidly globally and has become one of the largest industry in Thailand. Electronics 
has globally grown to be one of the largest industries. World electronics production was us$ 
703 billion in 1990 and us$ 947 in 1995, while Thai electronics production was us$ 3.99 billion 
in 1990 and us$ 11.50 billion in 1995 which accounted for 0.56% and 1.2% of world production 
in 1990 and 1995 respectively (Das, 1998). Even though Thai electronics production was 
accounted at low percentage of world production, the growth rate of Thai electronics production 
was about 37.6% annually from 1990 to 1995. Fourth, the technology of the electronics industry 
has advanced at a rapid pace and its applications have spread fast. Therefore, the electronics 
industry is suitable for the study relating to innovation and productivity which are measures of 
competitive advantage. Finally, the electronics industry has the highest number of international
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companies. Since this study is to investigate international strategy and human resource 
management practices of multinational corporations, the electronics industry is appropriate for 
the context of this study..

Table 3.1: Export Figures of Electrical and Electronics Products (Million baht)
Export figure 1997 1998
Integrated circuits 75,837.7 93,833.3
Radios, television receivers and parts 43,578.8 58,058.8
Video recorders and parts 21,685.7 23,444.7
Telephone sets and parts 6,862.1 12,057.0
Television picture tubes 5,159.0 5,747.7

Source: Thailand showcase: the international hotline between global buyers and reputable Thai 
manufacturers 1999

The electronics industry comprises three principle sectors, namely industrial electronics; 
electronics components and parts; consumer electronics. (See Figure 3.1). Therefore, the 
electronics industry includes firms that are in business of electronic integrated circuit, air 
conditioner, refrigerator, washing machine, television receiver, computer, and electric wire, 
telephone set, electrical product, electrical equipment, and semiconductor.

Industrial electronics is the largest sector in term of production value. Of the us$ 947 
billion value of world production in 1995, this sector accounted for two thirds (Das, 1998). 
Electronic components and parts is the second largest sector, while consumer electronics is the 
smallest. To date, most Asian countries have been more active players in the second and third 
sectors rather than in the industrial electronics sector. However, Korea and Taiwan now start 
producing some items in the industrial electronics sector. The strong growth in the industrial 
electronics sector is from the new developments and growth of computers, the creation of 
network communication and computer technologies, and the innovation in system integration.

Electronic components and parts sector consists of semiconductor industry, electrical 
parts, and integrated circuits. Semiconductor industry is composed of memories and
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microprocessors. Dynamics random access memory (DRAM) is in the category of memories 
products.

Consumer electronics are now entering maturing stage of product life cycles. However, 
with some major innovation in this sector, newly emerging high-technology products such as 
laser disc players show the high expansion of markets.

Figure 3.1: The structure of The Electronics industry

Source: Das (1998)

Sample selection
Because the study is to investigate international strategy of international companies in 

the Thai electronics industry, the selected companies include joint ventures and foreign wholly- 
owned subsidiaries (Rugman, Lecraw, and Booth, 1985). Thus, the whole population of
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international companies that include joint venture companies and foreign wholly-owned 
subsidiaries in the electronics industry in Thailand are selected for this study. Wholly-owned 
Thai electronics companies are excluded from this study because this present research is to 
study international strategy of multinational corporations in Thailand. Sources of population are 
from ASEAN supporting industry database (ASID) and Thailand investment 1998-1999: a 
directory of companies promoted by the Board of Investment. Both sources are more suitable 
than other sources because they provides targeted companies with percentage of major 
shareholders. Such information can help save time and budget in data collection process. The 
total number of international electronics companies in Thailand in production category is 380 
companies from ASEAN Supporting Industry Database (ASID) and 390 companies from 
Thailand investment 1998-1999: a directory of companies promoted by the Board of Investment. 
Lists of companies from both sources are cross-checked to reduce repeated companies. 
Eventually, the total number of the population is 390 international companies in the Thai 
electronics industry.

2. Development of Measures

Measurement development
Measurement development process should be employed to generate items or questions 

used to measure constructs in the research in order to gain higher construct validity and content 
validity (Peter and Churchill, 1986; Bollen, 1989). Measurement development of human 
resource management practices, international strategy, and competitive advantage are 
proceeded in several steps. First, selection of measures in this study is based on academic 
literature on human resource management practices, international strategy, and competitive 
advantage as well as comments from both advisors. Second, relevant measures are modified 
and adapted to provide the basis of new measurements of human resource management
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practices, international strategy, and competitive advantage. Third, expert interviews are 
employed 1) to define the scope and content of the measures; 2) to do pretest; 3) to develop 
survey questionnaire of this study; and 4) and to get experts’ opinion about format of the survey 
questionnaire as well as clarity about questionnaire. Churchill (1995) suggests that expert 
interview can verify the content validity as well as construct validity. เท August - November, 
1999, 12 human resource managers and executives from 8 international electronics companies 
are interviewed to validate constructs and content of this study. The selection of 8 firms 
depends on the accessibility of the firms. Through expert interview, questionnaire is designed 
on the basis of practices in the electronics industry. Fourth, pretest is conducted to check flaw in 
questionnaire (Sudman, 1976; McDaniel and Rogers, 1999). The questionnaire is pretested to 
determine any problem of ambiguity of questions. Sudman (1976) notes that the size of sample 
to do pretest is between 20-50. McDaniel and Rogers (1999) suggest that sample size should 
be more than 5 percent of the size of the total population. Thus, in November, 1999, thirty 
international electronics firms from the total population of 390 international electronics 
companies in Thailand were selected to do pretest by mail survey. The criteria to select the 
pretested companies was based on random technique (Davis and Cosenza, 1993). Ten 
questionnaires were returned for a 33.33% response rate. เท addition, in November, 1999, thirty 
executives who were attending an Ex-MBA class at the University of the Thai Chamber of 
Commerce were asked to answer the questionnaires. Eight questionnaires were returned for a 
26.67% response rate. The reason of the low response rate of the Ex-MBA class is that the 
pretest was conducted at the time close to examination period at the University. Comments 
from executives attending the Ex-MBA class at the University of the Thai Chamber of 
Commerce suggest that the study of this topic should be conducted in one industry because such 
questions to measure international strategy, human resource management practices, and 
competitive advantage are suitable for a particular industry.

The adoption scale approaches of international strategy and human resource 
management practices are developed through several steps: 1) developing and modifying scales
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from previous research in the areas of strategic management and human resource management;

2) asking experts to judge the proposed scales; 3) and pretesting the proposed scales to the 
pretest (McDaniel and Rogers, 1999).

International strategy
This study develops and modifies measurement of international strategy in the 

predisposition framework based on previous research of Heenan and Perlmutter (1979). The 
adoption scale approach suggested by Heenan and Perlmutter (1979) is used to indicate the 
location to conduct the company activity. Scale to measure types of international strategy is 
categorized into 3 group scale: 1 = at headquarters outside Thailand; 2 = at Thailand location; 
and 3 = cooperation among the company in Thailand and headquarters and other subsidiaries. 
The company activities in the questionnaire are based on 1) activities suggested by Heenan and 
Perlmutter (1979); 2) activities that are not subject to local practices enforced by local laws and 
regulations; 3) alternative activities that are freely selected by each multinational corporation; 
and 4) activities that can reflect management decision to control local subsidiary (Heenan and 
Perlmutter, 1979; Chakravarthy and Perlmutter, 1992; Pucik, 1993). After a review of the 
literature, expert interviews, and pretests, the relevant activities employed to measure type of 
international strategy are summarized in Table 3.2.

Table 3.2: Summary of Relevant Activities Used in This study to Measure Type of
International strategy

R e levan t ac tiv it ie s M odified and d e rive  fro m
I.Job  description o f management level Heenan and Perlm utter (1979)
2. Human resource planning at management level Heenan and Perlm utter (1979)
3. The assignment o f high level managers Heenan and Perlm utter (1979)
4. Personnel promotion fo r management level Heenan and Perlm utter (1979)
5. Training programs fo r top level management Heenan and Perlm utter (1979)
6. Incentive policy Heenan and Perlm utter (1979)
7 . Inventory control Heenan and Perlm utter (1979)
8. Internai auditing Heenan and Perlm utter (1979)
9. Price setting policy Expert interview
10. Marketing promotion plan Expert interview
11. Marketing channel plan Expert interview
12. Financial control Expert interview
13. Production planning Expert interview
14. Procurement fo r important raw material Expert interview
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Human resource management practices
Seven human resource management practices which include 1) employee participation, 

2) clarity of work direction, 3) employee contribution, 4) reward system at management level, 5) 
employment security, 6) selection by job competence, and 7) control are investigated in this 
study. This study develops and modifies measurement of 7 human resource management 
practices based on previous studies related to corporate practices in the area of human resource 
management (Cameron and Quinn, 1999; Hofstede et al, 1990; Pucik, 1993; Raelin, 1985; 
Newman and Nollen, 1996; Laurent, 1993; Mabey and Salaman, 1995, Hickman and Silva, 1984; 
Reynolds, 1986; Rosenzweig and Nohria, 1993). Measurement of 7 human resource 
management practices is measured by 5-point itemized rating scale which reflects degree of
frequency of practices ranged from: 0 = never; 1 = less frequent..........  4 = more frequent.
5-point itemized rating scale is employed in this study because it is employed by the past 
research in the area of human resource management by Cameron and Quinn (1999) and 
Rosenzweig and Nohria (1993) and because the unit of analysis of this study is at firm level. 
The scale is suitable to be asked in frequency of practices. Moreover, more numerous response 
categories exceed the respondents’ ability to discriminate, producing noise rather than more 
precise data (Geringer, 1991). After the expert interview with human resource managers, this 
study finds that the 5-point itemized rating scale appears to be appropriate to indicate degree of 
frequency of human resource management practices. เท addition, the 5-point itemized rating 
scale is easy to construct, administer, and produce more reliable rating (McDaniel and Rogers, 
1999; Churchill, 1995; Westbrook, 1980; Peter and Churchill, 1986).

Measures of 7 human resource management practices are modified and adapted from 
relevant literature in human resource management and from expert interviews as well as 
pretests. After a review of the literature, expert interviews, and pretests, the measurements 
employed to measure 7 human resource management practices are modified and summarized
in Table 3.3.



Table 3.3: Summary of Measures of Human Resource Management Practices Employed in
This Study

Em ployee partic ip a tion M od ified  and derived  fro m
1. เท you r com pany , dec is io n -m ak ing  is encouraged to  be m ade  by a ll 

leve ls  o f m anagers.
H o fs tede  e t al. (1990)

2. เท you r com pany , em p loyees a re  a llowed to  express op in ion . E xpert in te rv iew
3. Y ou r com pan y  o ffe rs  p rog ram s to  encourage em p loyees to  

pa rtic ipa te  in com pany ’s ac tiv ities .!
E xpert in te rv iew

4. Y ou r com pan y  is open to  rece ive em p loyees ’ idea. N ew m an and No llen (1996 )
5. Y ou r com pan y  encou rages open d iscuss ion w ith  em ployees. M abey and S a lam an  (1995).
6. Y ou r c om pan y  a llow s em p loyees to  use be tte r w ays  to  ach ieve  w o rk  

pe rfo rm ance .
H ickm an  and  S ilva  (1984).

7. Y o u re m p lo ye e s  a re  encouraged to  share respons ib ility . H ickm an  and S ilva  (1984).
8. Y ou r com pan y  focuses  on team w o rk  such as sm a ll group a c tiv ity C am eron  and Q u inn  (1999).
9. C om pany  a llow s  em p loyees to  be invo lved w ith  hum an resource  

deve lopm en t.
C am eron  and Q u inn  (1999).

10. Y ou r com pan y  a llow s em p loyees to  use new  w ays  to  ach ieve  w o rk  
pe rfo rm ance .

C am eron  and Q u inn  (1999).

C la rity  o f  w o rk  d irec tion M od ified  and derived fro m
1. Y ou r com pan y  takes ac tion s  to  assu re  em p loyees unders tand the  

po licy  such  as sa la ry  po licy , p rom o tion  policy.
N ew m an and No llen (1996)

2. Y ou r com pan y  uses the  c lea r d irec tion  in do ing business. N ew m an and No llen  (1996)
3. Y ou r com pan y  uses jo b  tra in ing  prog ram  to  p rov ide jo b  d irection . Lauren t (1993); 

M abey and S a lam an  (1995 )
4. Y ou r com pan y  focuses  on w o rk  ins truction  o r s tandard  procedure. N ew m an and  No llen  (1996)
5. Y ou r com pan y  uses o rien ta tion  to  help new  em p loyees fa m ilia r w ith  

w o rk  and p lace.
H o fs tede  e t al. (1990)

6. Y o u r com pan y  p rov ides prac tices to  c la rify  com pany 's  purpose. H ickm an  and S ilva  (1984 )
7. Y ou r com pan y  uses p rog ram s to  ta ke  ac tion on em p loyees w ho  do  

not c le a rly  unde rs tand com pany ’s purpose.
H ickm an  and S ilva  (1984 )

8. Y ou r com pan y  take  ac tion s  to  assu re  em ployees unders tand the  
p rac tices such  as  p rom o tion  prac tices

N ew m an and No llen (1996)

Em ployee co n trib u tion M od ified  and derived  fro m
1. เท you r com pany , em p loyees ’ c rea tiv ity  is recogn ized as con tr ibu tion  

to  a tta in  em p loyees ’ ach ievem ent.
N ew m an and No llen  (1996)

2. Y ou r com pan y  has p rog ram  to  encourage em p loyees ' crea tiv ity . E xpert in te rv iew
3. เท you r com pany , em p loyees are to ld  when good jo b  is done. H o fs tede  e ta l.  (1990)
4. Y ou r com pan y  o ffe rs  p rog ram s to  encourage em p loyees to  ach ieve  

w o rk  goa ls  such as ta rge t sa les o r ta rge t p roduction qua lity .
H o fs tede  et al. (1990)

5. เท you r com pany , em p loyees ’ p roduc tiv ity  is recogn ized. N ew m an and No llen (1996)
6. E m p loyees  a re  w illin g  to  take  ac tion s  to  ach ieve  goal. C am eron  and Q u inn  (1999)
7. Y ou r com pan y  encourages em p loyees to  ach ieve. C am eron  and Q u inn  (1999 )
8. C om pany  encou rages to  genera te new idea to  ach ieve w o rk  goal. H o fs tede  et al. (1990)
9. C om pany  focuses  on acqu iring  new  cha llenge fo r  a tta in ing  w o rk  

goal.
H o fs tede e ta l.  (1990 )
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Table 3.3: Summary of Measures of Human Resource Management Practices Employed in
This Study (continue)

Reward sys tem  at m anagem ent level M od ified  and derived 
fro m

1. Job  p rom o tio n  fo r  m anage rs  is eva lua ted by be tte r w o rk  pe rfo rm ance . M abey and Sa lam an  
(1995 ); N ew m an and Nollen  

(1996); P uc ik  (1992)
2. เท you r com pany , h ighe r sa la ry  o f m anagers is based on h ighe r 

pe rfo rm ance .
M abey and Sa lam an  

(1995 ); N ew m an and Nollen  
(1996 ); P uc ik  (1992)

3. เท you r com pany , be tte r jo b  oppo rtun ity  o f m anagers fo r  advancem en t 
is based on be tte r pe rfo rm ance .

M abey  and Sa lam an  
(1995 ); N ew m an and Nollen  

(1996); P uc ik  (1992)
4. Job  p rom o tio n  o f m anage rs  is eva lua ted by w o rk  pe rfo rm ance ra the r 

th a n  sen io rity .
H o fs tede  e t a l. (1990)

5. P e rfo rm ance  o f m anage rs  is reviewed by jo b  com petence . H o fs tëdè  ê t'â l. ( Ï9 9Ô ) ‘
6. Persona l g row th  o f m anage rs  is eva lua ted by level o f pe rfo rm ance. C am eron  and Q u inn  (1999)
7. B e tte r pe rfo rm ance  o f m anagers  is the  c rite ria  fo r  job prom otion . C am eron  and Q u inn  (1999)
8. C om pany  opens  oppo rtun ity  fo r pe rsona l grow th fo r m anagem en t level. C am e ron  and Q u inn  (1999)
9. C om pany  opens  oppo rtun ity  fo r hum an deve lopm en t fo r  m anagem en t 

level.
C am e ron  and Q u inn  (1999)

E m p loym e n t security M od ified  and derived 
fro m

1. Y ou r com pan y  uses long te rm  perspective to  m a in ta in  em p loym en t. Rae lin  (1S85)
2. Y ou r com pan y  m akes e ffo rt to  keep peop le em p loyed even under c r is is  

cond itio n  fo r  com pan y ’s business.
Rae lin  (1985 )

3. Y ou r c om pan y  keeps the  rig h t k ind o f em ployees in the  long te rm  period. Rae lin  (1985 )
4. Y ou r com pan y  focuses  on life  tim e  em ploym ent. Rae lin  (1985 )
5. Y ou r com pan y  focuses  on secure em ploym ent. C am eron  and Q u inn  (1999)
6. C om pany  m a in ta in s  fu ll- t im e  em ployees even though it has bus iness  

prob lem s.
E xpert in te rv iew

7. C om pany  uses prac tices to  assu re  th a t em ployees fee l secure in th e ir  
job .

C am eron  and Q u inn (1999 )

S e le c tio n  by jo b  com petence M od ified  and derived 
fro m

1. เท you r com pany , em p loyees appea r to  be p ro fess iona l type ; fo r  
exam ple , th e y  th in k  a t leas t th ree  yea r ahead in th e ir career.

H o fs tede  e ta l.  (1990)

2. C om pany  uses jo b  com pe tence  ra the r than soc ia l o r fam ily  backg round  
as  c rite r ia  in h ir ing  em ployees.

H o fs tede  e t a l. (1990)

3. C om pany  uses jo b  com pe tence  to  ro tate em p loyees to  the  new  
pos itions .

4. Job  sk ill is th e  on ly  c rite rio n  in h iring people. H o fs tede e t al. (1990)
5 Y ou r c om pan y  screens em p loyees fo r em p loym en t to  ensure a m atch  

w ith  jo b  com pe tence .
H ickm an and S ilva  (1984 )

6. E m p loyees  a re  se lected to  fill pos ition  by the ir jo b  skill. H ickm an and S ilva  (1984 )
7. Em p loyees  a t m anagem en t level a re  ach ievem ent-o rien ted . C am eron  and Q u inn  (1 999 )
8. J ob  ro ta tion  is based on experiences and sk ills  o f se lected m anagers. C am eron  and Q u inn  (1999 )
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Table 3.3: Summary of Measures of Human Resource Management Practices Employed in
This Study (continue)

C ontro l M od ified  and derived 
fro m

1. เท yo u r com pany , m ee ting  is kept punctua lly . H o fs tede  e t al. (1990 )
2. เท you r com pany , w o rk  pe rfo rm ance  is reported. E xpert in te rv iew
3. C om pany  fo cuses  on budge t fo llow -up  program . H o fs tede  e ta l.  (1990 )
4. เท you r com pany , m anagem en t fo cus  on report system . R ae lin  (1985)
5. Y ou r com pan y  uses s tr ic t qua lity  con tro l procedures. M abey  and S a lam an  (1995)
6. C om pany  fo cuses  o f fo rm a l procedures to  govern w ha t em p loyees do. E xpe rt in te rv iew
7. C om pany a ssu res  repo rt a ssessm en t occu r in opera ting  unit. C am e ron  and Q u inn  (1999)
8. C om pany  fo cuses  on fo rm a l sys tem  to  m anage employees. C am e ron  and Q u inn  (1999 )
9. C om pany fo cuses  on m on ito rin g  sys tem  to  keep c lose  tra ck  o f process. C am e ron  and  Q u inn  (1999 )

Competitive advantage

Competitive advantage can be measured subjectively and objectively (Gopalakrishnan, 
1995; Porter, 1990). Gopalakrishnan (1995) notes that measurement of competitive advantage 
can be subjectively measured by expert’s opinion. However, competitive advantage in this study 
is objectively measured by innovation and productivity. This study investigates measures of 
innovation and productivity by employing knowledge in the area of managerial accounting. 
Several studies in managerial accounting field suggest measures of innovation and productivity 
(Kaplan and Atkinson, 1998; Kaplan and Norton, 1992; Peter, 1990; Johnson, 1990; Armitage 
and Atkinson, 1990; Kaplan, 1990). เท this study, managerial accounting ratios are selected 
wisely to measure innovation and productivity. เท addition, selected ratios are usable measures. 
Selection of managerial accounting ratios to measure innovation and productivity is based on 
whether such managerial accounting ratios are generally employed across the electronics 
industry in Thailand. Questions to measure managerial accounting ratios in this study provide 
some ranges of answer for respondents in order to avoid refusal of response (Churchill, 1995;

•  McDaniel and Rogers, 1999). The ranges of answer of each managerial accounting ratio are 
based on the nature and scope of such ratio in the electronics industry, expert interviews, and 
pretests (Kaplan, 1990).
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Innovation

Gopalakrishnan (1995) categorizes measures of innovation into product innovation and 
process innovation. Based on literature review in Chapter 2, Selection criteria of managerial 
accounting ratios are from expert interviews and pretests. Product innovation in tnis study is 
measured by Questions 1,2, and 3; moreover, process innovation is measured by Questions 4 
and 5. Questions 4 and 5 measure quality of products - the proxy of customer satisfaction which 
is measure of process innovation.

1. N um be r o f new  p roduc ts  so ld in the  past 5 years
[ ] none [ ] 1-3
[ ] m ore  th a n  6

2 . N um be r o f new  m ode ls  so ld เท the  past 5 years
[ ] none [ ] 1-5
[ ] 11-15 [ 3 m ore than  15

3 . T im e  response  to  m a rke t oppo rtun ity  in m on ths
[ ] no re sponse  [ ] 0 -3 m on ths
[ ] 7 -9  m on th s  [ ]1 1-12 m onths

4 . P e rcen tage  o f re tu rned p roduc ts  on to ta l p roducts sold
[ ] 0 .5%  o r  be low  [ ] 0 .51 -1 .0%
[ ] 1 .51 -2 .0%  [ 3 2 .1 -2 .5%

5. N um be r o f cu s tom e r com p la in ts  in one month
[ ] none [ ] 1-5
[ ]1 1-15 [ 316 -20

[ ]4 - 6

[ ] 6-10

[ ] 4 -6  m on ths  
[ 3 m ore  tha n  12

[ ] 1 .01 -1 .5%
[ ] m ore  than  2 .5%

[ ] 6-10
[ ] m o re  tha n  20

Productivity

Productivity is designed to measure key success factors of the firm (Armitage and 
Atkinson, 1990). Based on literature review in Chapter 2, selection criteria of managerial 
accounting ratios are from expert interviews, and pretests. Measurement of productivity in this 
study is shown in Questions 6, 7, and 8.



56

6. Percen tage o f de fec tive p roduc ts  a t fin a l p roduction
[ ] 0 .5%  o r be low  [ J 0 .51 -1 .0%  X ] 1.01-1.5.%
t ] 1 .51 -2 .0%  [ ]  2 .1 -2 .5%  [ ]  m o re  than  2 .5%

7. O n tim e  sh ipm en t to  cus tom e rs  on ave rage .basis 
[ ] on t im e  acco rd ing  to  schedu le
[ ] de lay  fo r 1-7 days  from  schedu le  
[ ] de lay  fo r m ore  than  7 days from  schedu le

8. R eturn on inves tm en t 
[ ] low e r than 0%  [ ] 0 -5%
[ ] 10 .1 -15%  [ ] 15 .1 -20%

[ ] 5 .1 -10%
[ j m o re  than  20%

Although measures of innovation and productivity are asked by multichotomous 
questions, scale of such questions is parametric. The reason why scale is still parametric is that 
unit of the answers such as percentage and number of products or model are originally treated as 
ratio. Churchill (1995) remarks that the researcher can treat it as parametric scale for the 
purpose of broader analysis and more implication of data, even though the ratio is ordinal by the 
nature of questions.

3. Data Collection

Unit of analysis of this study is at the firm level. The questionnaire is focused on 
executive or human resource managers who know best about firm’s international strategy, 
human resource management, and competitive advantage.

Based on expert interviews and questionnaire pretests, some modifications are made to 
the questionnaire such as re-wording and changing some questions. Then, the questionnaire is 
finalized and ready for use. (See Appendix A )■

Mail survey is used to gather the data because it can cover widely dispersed population 
(Jobber and Saunders, 1988). Only the electronics industry is selected in this study because 
the nature of the electronics industry is different from any other industry. It has the rapid 
changes in technology and the short product life cycle which strongly influence measure of
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innovation, namely, speed in responding to the market opportunity. A careful and 
comprehensive follow-up plan is used in this study to ensure the larger response rate. The 
follow-up plan includes 1) some telephone calls before sending survey in order to personally 
introduce this study, to solicit the contact person; 2) follow-up telephone calls of both local and 
long distance calls after the first week of sending survey; and 3) follow-up telephone calls of 
both local and long distance calls after the second week of sending survey. Due to limited 
budget, only follow-up telephone calls of both local and long distance calls are employed in this 
research project.

Questionnaire is in both English and Thai. Questionnaire is translated back from English 
to Thai. The back-translation technique has been widely used with good result (Davis and 
Cozensa, 1993; Zikmund, 1996). Questionnaire is sent to the entire selected population of 
international electronics companies in Thailand (total = 390). One set of questionnaire is sent to 
one company. The mailing package consists of a cover letter, a questionnaire, and a postage- 
paid envelope with returned address to Faculty of Accountancy and Commerce at Chulalongkorn 
University. Because the population companies are asked sensitive topics about international 
strategy and human resource management practices of the companies, the cover letter signed 
by the advisor is included in the set of questionnaire in order to explain the research project, to 
encourage participation, and to offer the result of the study. Respondents are assured of 
confidentiality of their responses. A period of two-month (January-February, 2000) is used for

data collection.
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