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Chapter 7

A Case Study of JV Company A

In this chapter, the results of the case study of JV company A is presented. The
chapter will proceed as follows: bargaining power of four JV partners, trust, culture,
negotiation behaviour of JV partners, factors affecting negotiation behaviour, JV

performance and factors affecting JV performance (outcome).

Company A is a service based construction company. Because the interviewees

requested that anonymity be preserved, company “A” is coded to disguise the identity

of this JV construction company.

The Thai government required to solve the problem of serious traffic congestion
which was affecting economic development and many aspects of life in Bangkok.
They came up with the idea of building a subway to relieve this problem. They
offered the bidding to any JV company that is capable of completing this job. The
OECF (Overseas Economy Corporation Fund) offered financial support to the Thai
government, so it was requested that some Japanese companies should also be
involved in this project. To fulfill the Thai government requirement, Thai firms also
need to be included in this subway project. The Thai parent firm, who is one of the
big construction companies in Thailand, saw this job as an opportunity to make a
profit and to build their reputation, as well as obtaining creditability for future
projects. The Thai‘ partner then proposed to form a JV agreement with another three

partners (2 Japanese and 1 German) who have each had a long-term relationship and



working experience with the Thai partner for at least 10 years. It took only one week
for them to negotiate and to come up with an unanimous JV agreement. This is
because each foreign partner knew and trusted the Thai partner enough to enter joint
business venture with them. The agreement was signed in 1996 with the service
construction and operation initiated in November of the same year. This JV was
planned to terminate when the project has been completed at the end of year 2002.
However, because of accounting matters, JV termination will be finished 5 years after
that. One Japanese interviewee commented that “If there is no additional tax and
other matters, we can terminate [at the year 2007].” The joint venture pays the
expatriate managers’ salaries. However, it should be noted that some high ranking
foreign staff get some extra pay from the their parent firm as well. There are a total of
2,282 employees working in this JV. 95% of the employees are Thais. The JV has a
total asset value of 3,871 Baht million, up from 1,671 Baht million at fhe beginning
of its operation. The annual revenue is 5,197 Baht million, up from 11 Baht million at

the start of JV business operation.

The most important issues in the JV agreement are equity, the flexibility of the
agreement, which rules to follow, management responsibility and decision-making.
After deciding to establish the JV, they had to obtain all the technical data and
evaluate it in order to enter the bidding process to win the project. Interviewees of

company A provided a brief history of the process of reaching the JV agreement as

follows:

“The idea was brought up in the subway system and the joint venture
agreement was reached later. The tendering stage took about one year.



Because it is quite a large project, we had to obtain and evaluate all the
technical details. After the tendering stage, we spent about two months
negotiating with our client. And after this we went into further negotiation
and started the project. After we started the project, the actual forming of the
joint venture agreement was not very time-consuming. Because most of the
important points had been agreed during the tendering and negotiation stages.

So, all together it took about one year.” (Quote commercial manager company
A, interview 3)

“We are an integrated joint venture. We firstly defined the share/equity and in
the end it came up with equal shares of 25% for each joint venture partner.
Actually we are a joint venture allowing some flexibility to renegotiate the
contractual agreement anytime. We also set out the rules to be followed if we
couldn’t reach an agreement between all the partners during contract
renegotiation. However, we cannot write an agreement to cover every
aspect/points needed in the joint venture. The important aspect of our
agreement is when we are together as a joint venture we need to be more
concerned about how to manage JV efficiently. That is our main concern.”
(Quote project manager company A, interview 1)

“We spent only one week negotiating to form the JV with our partners because
we all knew each other already. Everybody was happy when we invited them
to form this joint venture. You see there must be a promoter. However the
time spent on the negotiation process with our client was about 13 months.
We spent half a year for the bidding process and 7 months for negotiation.”
(Quote project manager company A, interview 1)

Foreign firms who want to save time learning about Thai local knowledge, in terms of

regulations, social etiquette, the economy and the market, tend to choose JV as the

mode of entry. Whilst The Thai firms who lack technology and know-how prefer to

join business with the foreign firms, hoping to combine each side’s strengths. In this

case, the JV project seems to be too big for one company alone (especially the Thai

firm) to cope with. For that reason, the Thai government requested only a JV company

could be involved in the project. The Thai partner thought that they could do it alone

if there hadn’t been such a requirement. They reasoned that they had experienced a

big project (half the size of the recent project) like this before. If they were to choose

other Thai companies, their strength would not be increased, so they do not believe
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they should form a joint venture with another Thai company. In accordance with the
Thai government requirement, all partners agreed that they need each other’s strength,

in terms of resources, to complete the project. The following are some comment from

the interviewees on the reasons for establishing JV:

“When [the Japanese partner] joined this JV. This big [JV] project. If [only]
one company is involved it is very difficult, very risky for investment. So, it
could reduce risk for the investment costs, spread risk, reduce costs, connect
with the Thai government. We need [the] Thais. For local companies they
know the market. Taxation in the Thai way...yes...it is infrastructure work -
not much marketing really. We have already many plants. We have had
experience with [the Thai partner] for many years. [The Thai partner] gets
news before [it is] announced to the public. So, that is really help[ful]. We
can save time [by] entering [into] joint venture with the Thais and get some
more information.” (Quote Co-[JV] project manager company A, interview 2)

“Besides the strategic objective, it is important for us to get knowledge and
also benefit from the local strength of our partner who is very much involved
in the local market. Knowledge about the market, about personnel,
employment, recruitment... strengthened competitiveness is very important
for us. We [have been in] the Thai market with our [Thai] partner [for] 10
years now. Marketing skill is also important. Spreading risk is another reason
to enter JV. To spread [risk] among the partners. Market access and

reputation is very important as well.” (Quote commercial manager company
A, interview 3)

“The idea of joint venture happened because of the need to meet the (client’s)
requirement to “have a joint venture with a foreign partner, especially
Japanese.” This is a project with a twenty five thousand million baht turnover.
Due to the enormous size of this project, we would never be approved by the
ruling Thai government if we bid alone. They don’t believe we would be able
to do this even though we have produced a similar project half this size before.
So, this is our first reason for entering joint venture with our foreign partners.
The second reason is to strengthen our competitiveness as a result of the
ability to obtain know-how (e.g. turnneling, deep excavation and management)
from our foreign partners. The third is to spread risk. The rest include

marketing skill, technology and foreign exchange balance.” (Quote project
manager company A, interview 1)
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Table 7-1 below summarises the reasons that the JV partners of company A

established JV together.
Table 7-1
Reasons for establishing JV

JV Firm Reasons for establishing joint venture
Thai partner’s Foreign partner’s view point
view point

Company A Government Japanese Y Japanese Z German
requirement, Spreading risk, | Local Obtaining local
strengthening cost reduction, information, | knowledge,
competitiveness, know- | Thai Thai strengthening
how, spreading risk, government government | competitiveness,
technology, marketing | connection, connection, marketing skill,
skill Taxation market spreading risk,

access market access,
reputation

All four parent firms have been in the same construction business for more than 20
years. Each partner recognises that if they want to grow fast in this line of business,
they need to build up creditability and good reputation, especially for future projects.
These are the special objectives that all partners want to achieve at the end of this
project. Profitability and experience are a common objective and interest shared by

most partners. The quotations below describe the expected objectives of the

interviewees:

“We have a specific aim to deliver what we have committed with our client.
Therefore, we need to be able to fulfill this obligation. Another objective is to
maximize profit. Profit is just a part of our objectives. If, at the end, we
cannot fulfill the obligation we are committed to, we will never make a profit.
Otherwise, we would like to build a good track record for future projects, to
develop our Thai employees and to achieve know-how transfer. Currently, we
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have a big project to do, so we have special objectives besides making money.
If we are a company but forget to make money, it should not be a company
anymore. However, to make money we need to be able to deliver our work,
done to a high standard for the client. We need to have good cooperation with
the client. We are not just doing one job and saying good-bye. It is a repeated
game. Our objectives still remain the same as set earlier. Our partner also has

quite similar objectives as we do.” (Quote project manager company A,
interview 1)

“[It] is a good experience for my company to work [with] others. We have a
Board of Directors. Profitability, yes the joint venture decides. Regarding
profitability, we decided how much percent profit we require and then we try
to set a target. The Thai partner wants to expand business growth and learn
how to do business internationally, especially in the Thai market.” (Quote Co-
[JV] project manager company A, interview 2)

“For the time being, we only want to achieve profitability.” (Quote finance and
accounting manager company A, interview 16)

“The second is experience to work in a project like this - to learn how to do
business with other foreign companies; Thais, especially European. This is
our first experience, learning to do business with European [companies] in
Thailand. So, the experience is good for future projects. Cost reduction, I
think, is the same as profit - how to [make]...cost savings. I think that is
related. Third is access to the market.” (Quote Co-[JV] project manager
company A, interview 2)

“Our strategic objective is mainly to establish a relationship with a neighbour
on a long-term basis to operate successfully in Thailand. To operate in the
local market. We have had a good experience so far.” (Quote commercial
manager company A, interview 3)

13



A summary of the goals and objectives of each JV partner is given in table 7-2 below.

Table 7-2

JV partners’ goals and objectives

JV Firm Goals and Objectives
Thai partner’s Foreign partner’s view point
view point
Company A Profitability, fulfill the Japanese Y Japanese Z German
obligation to complete
the project with client, | Profitability, Profitability Experience,
to gain experience and | experience of profitability, and
creditability doing business establishing the
with foreigner, relationship on a
and creditability long-term basis

7.1 Bargaining power

Each JV partner holds an equal 25% of share and, in return, they earn profit equally

according to their equity.

“We don’t mention how many percent of resources must be contributed by
each partner. But [I] can say, when we decided our joint venture budget, we
[discussed what] percentage target [profit] and lets say [profit is] 4 %, each

partner gets an equal one one one one [percent of] the profit.” (Quote Co-[JV]
project manager company A, interview 2)

“As an integrated joint venture, there is less possibility to have conflict of
interest between us because earnings are shared according to the percentage of
equity held.” (Quote project manager company A, interview 1)
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Figure 7-1 below provides the equity structure and nationality of the parents of the JV

company A.

Figure 7-1
Key organisations in the JV company A

Thai partner (25%\
Japanese partner Y (25%)\_\_>

Japanese partner Z (25%)/
German partner (25%)/

All management decision making and policy is made at the project management level.

JV company
A

Then the decisions and policies are sent to operational level to get the work done.
However, there are some limitations to the decision making power of the whole

management group.

“The management is mostly executed at the project management (PM) group
level and the Board is there to control the project management well. So far, in
the joint venture, there have not been any disagreements between the Board
and the project management team. So, the Board has given a lot of authority
to project management team and project management team is working within
this authority.” (Quote commercial manager company A, interview 3)

“Consensus should be the decision of the Board of Directors. We have a
management procedure and most of the organisation and management should
perform within our management procedure. So, decision-making is very easy
and may be decentralised within limited authority.” (Quote commercial
manager company A, interview 3)

The management decision making must be agreed by all four project and co-project

managers. However, when there were some conflicts and the decisions cannot be
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agreed, the Thai partners can act as a dominant partner in making the decision. If the
decision is outwith the power of the project management body to decide, they will
pass the issue to all eight members of the Board of Directors. Then, if the problem
still cannot be solved at this level, the final decision will be made by the shareholders
or owners of the parent firms. The following quotations show how the management

decision making in this JV is decided:

“From my company point of view, this is a fully integrated JV. Shares are
25%:25%:25%:25%. So, no company is the leader ... So, [I] can say we
don’t have a share ratio for real. Among the four partners, politically [the Thai
partner] decides. In reality, [it] has to be like that. Even though the equity in
the contract is divided equally.” (Quote Co-[JV] project manager company A,
interview 2)

“Maintaining different ideas cannot work. It is written into the agreement that
if the decision-making cannot be made among the four partners, a more
superior director can decide. If it still cannot be decided by the senior joint
venture management team from the four partners, [the Thai owner] will talk
with each [of the parent] company’s presidents.” (Quote Co-[JV] project
manager company A, interview 2)

“We have a control system that makes every member of the joint venture
participate and share the decision-making. If agreement cannot be reached at
the project management group level, we pass it on to the Board of Directors.

If the problems still exist at this level, the CEO of each company will sit and
talk together.” (Quote project manager company A, interview 1)

There seems to be a balance in the bargaining power of the JV partners at both the top
management and the Board of Directors level. There is also an equal number of
members from each partner at both top management and Board of Directors levels.
However, when management conflict has arisen, all partners seems to respect and
trust the Thai partner (particularly the Thai owner) to finalise the decision. All

partners had a choice in selecting their partners and they have contributed resources

equally to the JV.
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“As this project is in Thailand, the client we negotiate with [helping each
other. Although we have an equal percentage of shares, we [the Thai partner]
are the most important partner. We have a distinguished role in the JV
management. For example, our company has the authority to nominate a
project manager for this joint venture. Our partners give us a lot during the
bidding process] is also Thai. The person who has authority is Thai. We are
of respect in terms of management decision making.” (Quote project manager
company A, interview 1)

“Authority, power is equal in joint venture.” (Quote commercial manager
company A, interview 3)

“It probably balances itself out. You’ve all got benefit. You’ve all got to pay
the premium. The JV has to pay the premium since it’s 25% [of share for each
partner] involved. So they’ve got to even it out among themselves.” (Quote
quantity surveyor manager company A, interview 14)

“Normally, when we conflict we must have [a] meeting with [all]] four
partners. If one partner disagrees [about the answer to] this problem we’ll not
accept it. When everyone accepts this problem, so it’s very nice. It has to be
[a decision] agreed by [all] four partners. If not, some partners need to

compromise.” (Quote finance and accounting manager company A, interview
16)

“They [the JV partners] have equal rights. No partner holds power over the
other. Normally there are four people in the project management groups and
above them is a Board of Directors which also has an equal number of
representatives from each company. So these four partners normally agree
99.99% of the time. There is no partner better than any of the others. They
are all 25%.” (Quote quantity surveyor manager company A, interview 14)

One partner expressed the view that equality in power structure as a result of equality

in equity structure leads firms to experience difficulties in the management of their

business. He also contended that it would be better to have only one leader to make

decisions if there is a difference of opinion. The following is his viewpoint regarding

the structure of equality in equity:

“I think, sharing twenty-five percent each is not good. It is better [to have]
one leader [in the JV] company. And they each have some responsibility [for]
decision [making]. With four it is difficult to reach agreement. Each partner
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has a different idea, so we [should] decide on one leader who can instruct.
(Quote Co-[JV] project manager company A, interview 2)

“If you have got so many leaders you’ll not reach a decision.” (Quote quantity
surveyor manager company A, interview 14)

7.1.1 Alternative choice

Although all partners had the choice to enter JV with different paftners, the foreign
partners tended to stick with the Thai partner because of their past experience and
good working relationship. They (the foreign partners) all seem not to regret to be in
joint business with the Thai partner. The Thai partner was very confident that those
foreign partners were not going to pick up alternative partners because there was a
high possibility that the Thai partner would win the bidding. The Thai partner had a
high competitive advantage to bid against their competitors due to having good
connections with the Thai government and the ability to obtain inside information

quickly. The following quotations describe the JV partners’ choices:

“[For] this [JV] project we needed a big Thai local partner. So [the] foreign
[Japanese] company keep in touch with the Thai company. If we had not kept
contact with this company we couldn’t have won the project. This is a subway
project. The local company cannot [do the project by themselves] ...They
don’t have the experience to do this. In Thailand there were no subways
before. For normal road construction, we would not participate, we would not
be interested. The local Thai company can do this. If bidding against Thai
companies, we could not win the contract. But for expressway roads and
subways, there is a technique to do it. Local companies sometimes don’t have
the technique to do it. That is why we got the chance to do it with them [our
partner].” (Quote Co-[JV] project manager company A, interview 2)

“Because we are a foreign company, we can’t have a construction job without
a local partner. So, we did not choose [the Thai partner], they chose us.”
(Quote finance and accounting manager company A, interview 16)

“We have worked with [our Thai partner for a]...long time...but we have

already established a subsidiary company with [the Thai partner]... “only one
wife” ...No, we don’t have any choice. Our Japanese company [Y] is not so

18



aggressive. And the [Japanese partner Y] management team think this is a
good chance [to enter JV business with the Thai partner]. So, that is very
different from [the Japanese partner Z].” (Quote Co-[JV] project manager
company A, interview 2)

“It was decided [that the project] cannot be performed by an individual
company and it was quite clear we had start like this. This project needed to
be a JV. And, to my knowledge, I don’t think any of our competitors could
have negotiated joint venture business with the Thai partner because [the
German partner has been] working [for a long time] with [the Thai partner].
Since we agreed with [the] Thai partner and offered this contract, we continue
to work together.” (Quote commercial manager company A, interview 3)

“We are the firm who initiated the idea of forming this joint venture business
and also bidding is not allowed without a Thai partner. This is a very
important point. Working in Thailand, without a Thai partner, is impossible.
Also, the Thai owner is a very well known person in the construction business
and has been respected by all of our partners. It would have been very
surprising if the prospective partners has left us to join with other Thai firms.
Our problem is just that we want other partners to join too but we cannot
accept them. That is our identity showing that we hold considerable strength
in this joint venture project. We also don’t see any reason to enter joint
venture business with other Thai partners in this project because we have
enough strength and capability in our own company.” (Quote project manager
company A, interview 1)
7.1.2 Resource contribution
Over all, there seems to be a balance in resource contribution, though one partner
might provide more of some scarce resource than another. According to one British
interviewee who works for the Japanese partner, the Thai partner has strong
bargaining power over suppliers in Thailand whilst our Japanese and German partners
have better bargaining power to obtain tunnelling equipment and material. Financial
resources have been contributed equally by each partner. Profits are shared equally.
Management expertise has been provided by all partners. The German and Japanese
partner Z provide scarce resources such as technology, technical know-how and

management, and technical personnel. The Japanese partner Y contributed the

construction technique and know-how. The Thai partner provided local knowledge,
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government connection the and the information needed for operating JV business in
Thailand, as well as in dealing with the Thai government. The resources needed from
each partner have been consistent since the beginning of the JV business up to now.
There has not been much shift in bargaining power and all foreign partners still trust

the Thai partner. The description of resource contribution provided by JV partners is

shown below.

“Financial resource was equally contributed [by] each partner. Technology
was contributed by [the Japanese partner Z]. They have much more
experience in heavy work than us. Management expertise is very difficult to
say.” (Quote Co-[JV] project manager company A, interview 2)

“I would say we, as a foreign partner, have contributed technical know-how,
financial resources, technical personnel. The management, I think, is similar
to the local partner. We and the local partner have contributed management
expertise to this JV. We and the local partner also contribute licenses,
personnel and non-technical personel. We have about 30% but this joint
venture doesn’t specify. We have equal shares for partners, 25% each for 4
partners. But this is only the financial participation. It doesn’t mean that each

partner needs to have contributed equally.” (Quote commercial manager
company A, interview 3)

“Each partner contributes human resources as best as they can. The joint
venture also recruits their own employees. If there is something which must
be done, but is beyond our partners’ capability or responsibility, we would be
happy to help as much as we can. At the beginning, the foreign partners
contributed technical personnel and expertise to the joint venture. When the
work was done i.e. the planning, they went back to their countries. It is too
expensive to keep them here.” (Quote project manager company A, interview

1)
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Table 7-3 below summarises the resource contribution of each JV partner to JV

company A.
Table 7-3
Resource contribution
JV Partner Resource Contribution

Thai Management expertise, money, non-technical personnel, government
connection, local knowledge and information, market access

Japanese Y Technical know-how, management expertise, money

Japanese Z Technology transfer, technical personnel, management expertise, money,
technical know-how

German Technology transfer, technical personnel, management expertise, money,
technical know-how

7.2 Trust

Although the JV comes up with high exit costs, the Thai partner has a better chance to
walk away and find another partner if something goes wrong and conflict cannot be
resolved. Each foreign partner trusts the Thai partner. It seems unlikely that, if the
worse case happens, the JV will need to be terminated before the project is completed.
Furthermore, breaking a JV will affect the reputation of the Thai partner for future
projects. Mutual trust between JV partners decreases partners’ conflicts by reducing
unnecessary bargaining against one another. Initially, trust between the Thai and
foreign partners was very good. It has developed and become better so far (fairly
good). But it still must be enhanced further, as stated by one Thai interviewee.‘ The
partner’s reputation was not a major concern for each partner because they had all
known each other and experienced working with each other for a long time before
entering this JV bﬁsiness. Trust developed between the Thai and foreign partners

before this project existed. All three foreign partners even trust the Thai partner and
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allow them to nominate a project manager (Top management body) and to make the
final decision if there is a conflict of interest. The following quote the comments on

the level of trust between JV partners:

“The level of trust at tendering stage and now is similar. Very similar because
we trusted our partner right at the beginning. This is why we entered the joint
venture agreement with them. And up to now, we still trust our partner.”
(Quote commercial manager company A, interview 3)

“We have had more than 20 years experience with our Japanese partner [Y].
We didn’t just start with them. Since we made the contractual agreement
regarding organisational structure, authority, management responsibility and
decision-making power, we have never look back to our agreement. So, the
joint venture has shared control. That is our achievement. It would be our
failure if we need to refer to the joint venture agreement all the time, during
business operation.” (Quote project manager company A, interview 1)

“[It] has become a lot better during the past two years because we are not
thinking that other companies are trying to take over this or that [competing
with each other]. It is a lot easier to work because you don’t have to think
about other things. You are thinking about getting something done.
Additionally, we can trust our partners’ engineering ability and when they say
they can do a job, they can do it.” (Quote quantity surveyor manager company
A, interview 14)

Simultaneously, a little mistrust also exists between partners. Two managers below

project management level stated that:

“It took us quite a lot of time to convince our partner to agree with us.”
(Quote construction coordination manager company A, interview 15)

“We have to hand over any job to the local partner but I think now [they] lack
ability. I don’t think everything can be handed over.” (Quote finance and
accounting manager company A, interview 16)

The following quotation also shows some mistrust of JV partners as a result of

opportunistic behaviour by some JV partners:
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“I think there is some trust there. There is still a little bit of distrust existing
between the four partners, e.g. one of our partners act as a subcontractor to the
project. The JV [company] has bought a tunnelling machine from them. And
they were meant to provide many parts. So, [now] they say these are extra and
the JV partners know that they are trying to build the cost in very different
way hoping that the extra cost will go through without being picked up
properly. So there is some distrust that way. Each of the four partners has got
some subcontractors, or some supply contract them. So, there is some distrust
about what they have included and what costs are not included in those
subcontractor’s costs. I think there is still some concern between the four
[partners]. This company [was] selling machines, they should be open the sell
complete or not sell at all. It effects trust. For example, we sold this, it
doesn’t include this. There is 1% for that. So, that is happening. There is
some distrust there.” (Quote quantity surveyor manager company A, interview
14)

Trust develops at both personal and organisation level. One Thai interviewee stated

the significance of trust at personal level as:

“If we change a member of the management staff, who is extremely important,

it could affect the partner’s relationship and JV performance.” (Quote project

manager company A, interview 1)
Past experience, and a long-term relationship, has reinforced and developed trust
between the partners. All foreign partners have worked with the Thai partners before
this JV project took place. The Thai partner even had experience of working
internationally with the Japanese company Y in Japan. They all seem to trust each
other more and more as their relationship develops. Because of the gooc.i relationship
with the Thai partner, they (all partners) decided to enter JV with one another in a

short period of time. The quotations below describe the past experience and

relationship of the JV partners before the formation of the JV:

“In Thailand, we [the Japanese partnering firm Y] [have been] working for a
long time with [the Thai partner]. So, we [had] an alliance before. That is
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why we know them for this joint venture company. At that time, for the first
time, we can say [that the Thai partner] is a very small firm. The first time
when I was assigned to Don Muang Airport, [the Thai partner] didn’t bid so
much. [Another Thai firm] was number one. It was the Don Muang Airport
extension project [which we worked on], fifteen years ago. Many [firms want
to] negotiate joint venture business with [a Thai partner]. But because [the
Thai partner] chose us, we could be a partner in this joint venture firm. [The
Thai partner] selected [us]. Now many Japanese companies want to join
business with [our Thai partner and its competing/rival firm].” (Quote Co-
[JV] project manager company A, interview 2)

“I think that the relationship developed on previous projects (for example Don
Muang Airport extension) and it was then that we decided to work together.
We have a good relationship with [the Thai partner], so there is no point in
entering business with other [Thai partners]. Our German partner also was in
that relationship. We [the Thai, German, and Japanese Z partners] will be a
good partnership for future work.” (Quote quantity surveyor manager
company A, interview 14)

“We have worked with [this] Thai partner for at least five projects and we
have had a lot of experience with them. We have also worked on joint
ventures worldwide [for the last] 80 years. [Our German firm] is one of the
biggest construction companies. It is worldwide. We have considerable
choice to enter joint venture with other Thai firms but we didn’t think about it.
We have one partner and we don’t change. We entered this joint venture with
[the Thai partner] because we have worked with [the Thai partner] for a long
time. The Thai partner is one of the main construction firms in Thailand. So,
the reason for entering joint venture with this Thai partner for the first time,
ten years ago, was their reputation.” (Quote commercial manager company A,
interview 3)

“[The Thai partner and Japanese partner Y] has the subsidiary company which
is named...They have a connection. And [the Thai partner and the German
partner] have another JV [firm together]. So, They know [each other]
well...We were an employer and they (The Thai and German partners) are
subcontractors. That is the only relationship we have had with them in the
past.” (Quote finance and accounting manager company A, interview 16)

“So, if we know their background, we spend less time negotiating with them.
Over time we [have got to] know each other. [I] can say [it is] easy to talk.
We have some previous experience of another joint venture together with [our
Thai partner]. Only one in Phuket with another Japanese company. Last time
the leader was [the Thai partner]. This time, this joint venture with the
European company is fast[er] ...[There are] four partners. [However the
number of] partners is not a problem, but the first time with European partners
was very, very interesting and very, very difficult for me, for [our Japanese
company] itself.” (Quote Co-[JV] project manager company A, interview 2)
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Although the level of trust between the Thai and foreign counterparts is very high, not
every partner felt that the relationship was reciprocal. Trust between one pair of
partners, the German and Japanese Y, seems to be tearing apart, partly because of the
lack of their past working experience together. It was the first time in this JV business
that the Japanese partner Y had worked with other foreign partners, apart from the
Thai partner, unlike the other three partners (the Thai, German, and Japanese Z) that
were used to working with each other and had known each other for at least 10 years.
Additionally, because of cultural differences in the way the Germans do business, the
Japanese partner Y develops an attitude of mistrust during their JV negotiation and
operation. The Japanese partner Y expresses the feeling that they don’t want to join
the German partner for the next joint venture project. The economic crisis in Thailand
lead firms to experience lower performance than expected. So, as a result, the
Japanese partner Y doubted the managerial style and reaction of their German partner.

The bitter view has been expressed as follows:

“So, every month I check the accounts. Sometimes the cost of reinforcement
bar is up. This is reasonable. But sometimes the costs of electricity and
telephone are high. There is no need to call abroad a lot. No need to call or
telefax, if it is not necessary.” (Quote Co-[JV] project manager company A,
interview 2)

“If we have another project, it would be difficult for us to enter joint venture
with the German partner again. We hope that this subway project has an
extension to the new line [and the] same establishment of the four companies.
But [the next project should be a] clearly separated assignment and
responsibility. For example, this is my station, so separate [the project into]
three...three...three...or something. Sometimes it is good. The contact with
the client is good. There are different ways of doing business within the JV.
But if the loudest voice is leader, then it is difficult!” (Quote Co-[JV] project
manager company A, interview 2)
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Moreover, the Japanese partner Z also doubted the way the German counterpart
operates business, even though they are impressed with German advanced technology.
The quotation below shows the comment of the Japanese interviewee regarding the

issue of trust:

“The Germans are very good engineers but not too bright commercially. You
can also guarantee that they can do the work until finish at the quality you
want but you can’t guarantee the budget. So internally, your budget will be
very high because they put German engineers on it. That could be very
expensive. But in all, the work will be done correctly. There is a weak area in
the commercial side which indicates that we don’t need many of these German
[engineers because of their high costs]. We have got plenty of Thai engineers,
they can do that job. “I want the German”, that is the German concept.”
(Quote quantity surveyor manager company A, interview 14)

Whilst the Japanese Y interviewee trusted his partners at the organisation level, one

Thai interviewee comments on the importance of trust on a personal basis.

“Trust between partners develops over time. If the key management personnel
leaves, it would affect our trust relationship. This is quite different to the
American style where trust is on the organisation rather than the individual
because they have set a very clear management responsibility in the
agreement. However, in Thailand, personal relationships seem to play a
significant role in joint business operation.” (Quote project manager company
A, interview 1)

7.3 Culture

Cultural differences seem to engender a moderate problem within this JV firm.

However the problems don’t seem to affect the relationship between the Thai and

German partners. They have tried to understand each other’s ways of doing business

over time and have the expectation of a long-term business partnership. The problems

became more serious when the German partner negotiated with the Japanese partners.
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There were some cultural misunderstandings between them and they tried not to
understand and adapt to each other. Here is the expression of Thai and Japanese

interviewees regarding cultural difference:

“The cultural differences between us [the Thai partner] and the Japanese
partners are very small compared with our German partner. Our German
partner is concerned about the issue of safety more than us and the Japanese
partners. It is not because we don’t not think about safety but because they are
looking for a higher safety factor than us.” (Quote construction coordination
manager company A, interview 15)

“[Japanese partner Z has] a culture [that] is nearly the same as [the Thai
partner and the Japanese partner Y]. We have quite a big cultural difference
with [the German partner]...I gave up my private vacation. This is normal for
Japanese. Working comes before private life. But [the] German [partner] has
a different idea. They’ll take one months or two months [off] even [though]
this will affect the JV business [operation]. They don’t care. Thais are similar
to Japanese in this respect.” (Quote finance and accounting manager company
A, interview 16)

However cultural differences seem not to have had much effect on employees who are

working at the operational level. They tend to perceive their colleagues as a team and

follow the policy decided from the project management level. One interviewee

commented that:

“It [problem] has to be sorted out at that level [project management level].
That is the way I work properly. Because we have to work together as a team
so we don’t decide that he is from this company or from that company.”
(Quote quantity surveyor manager company A, interview 14)

7.3.1 Individualism vs. collectivism

There was a cultural misunderstanding, and conflict between partners, regarding ways

of doing and negotiating business. The Thai and Japanese partners whose cultures

tend to be collectivistic seem to share a similar viewpoint in their ways of operating
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business. They prefer to negotiate and deal with business through a network and use
inter-personal/firm relationships, as well as allowing more flexibility in the

contractual agreement. One Japanese interviewee comments on the importance of

relationship building:

“First time [meeting is general business discussion]. Today also...that is my
way. First time, the general way then to the main point. For meetings, the
agenda has already been delivered to the attendees...it can start. So, my way,
I like to play golf. After we finish, take a shower and share a meal and next
time to the main point.” (Quote Co-[JV] project manager company A,
interview 2)

The German and European staff prefer to use formal letters and documents when
negotiating business. They also place an emphasis on the contractual agreement.
Conflict arose when the Thai partner used the Thai way of negotiating business with
the client (the Thai government). The German partner and European staff tend not
understand and are unlikely to accept this business style. The following quotations

describe the cultural similarity and differences of the JV partners:

“Everyone knows [the Japanese partner Y] and [the Thai partner] have about
twenty years of experience together. We have a subsidiary company...So,
some companies contacted [the Thai partner] not directly [but] through
Japanese partner [Y]. The easy way. We know [the Thai partner] well. [We]
can say [our Japanese company] is number ten in the company ranking in
Japan. But [when the] biggest Japanese company comes to Thailand, when
they want to get the job, they need to pass through [our Japanese company]
first. Here, also, contact with the government must be [from the Thai partner].
You know many of the biggest Japanese companies - more profitable, more
successful companies also contact us if they come to Thailand - the same way
as in the agri-manufacturing business that they contact through CP. The [Thai
partner] can contact directly through the Thai government. The European way
is that they contact direct. In Japan, this time your company helps...so, next
time I help...like this. So, the Japanese company acts in the same way as the
Yagusa Gang...have to say hello first. So I am like Yagusa to Japanese
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companies coming to Thailand.” (Quote Co-[JV] project manager company
A, interview 2)

“Having a contractual agreement in relation to the joint venture management
does help us a lot in reducing conflict of interest. In my opinion, it is
important for us to have and follow a joint venture contract. And because this
contract was drawn up for a government project, therefore the joint venture
contract is not as complex as others. Also, we, as a company, are the co-
owners of this project. We are friends. So, we just sit and talk a bit about
shareholder agreement regarding the rules to follow/proceed.” (Quote project
manager company A, interview 1)

“Each [partner] has a different way of doing things. So sometimes conflict
does arise because of that. It’s like the Thai style to discuss things informally.
We call this the soft approach. It is risky. But the European way, like English
and German, is to fax letters in and write a strong letter to safeguard our
position. It’s OK [normal]. This allows us to claim for things that go wrong
and we have to claim for them. Whereas, our Thai [partner], sometimes
Japanese partners, they don’t want an aggressive response so there is always
conflict in that way to approach a problem and how to solve it.” (Quote
quantity surveyor manager company A, interview 14)
“Working with our German partner, this time documentation is very very
much. The technical market is very different. Project control is very
different.” (Quote Co-[JV] project manager company A, interview 2)
“Sometimes we think an agreement is [just] a piece of paper.” (Quote Co-[JV]
project manager company A, interview 2)

7.3.2 Cultural difference in negotiation style

There are some cultural differences in negotiation style among JV partners. The Thai

and Japanese partners tend to prefer a gentle and smooth style of negotiation, whilst

the German partner acts differently. They prefer a confrontational and aggressive

style of negotiation. The Thai partner is very open-minded and allows any style of

negotiation to take place. However, one foreign interviewee still believes that, at

times, the Thai partner still takes thing personally. The following are the viewpoints

of interviewees regarding the style of negotiation:

29



“That is not a typical integrated [JV]. Twenty-five percent share each but the
lead partner makes the decision. This is also written into the agreement. Last
time [there] was some conflict, everybody wanted to be at the top. [The
German partner], the way they negotiate is very aggressive.” (Quote Co-[JV]
project manager company A, interview 2)

“Normally, we allow any kind of negotiation behaviour and style during the
negotiation process. We don’t mind. But negotiating with our client, we need
to follow our rules strictly. We shouldn’t show any of our internal conflict to
the client. So, that is why we need to have a leader, a spokesman while
dealing with the client.” (Quote project manager company A, interview 1)

“The difference in culture shouldn’t affect negotiation because negotiations are
always based on facts, reasons, argument and especially in the financial area.
Culture has a very minor effect on negotiation. In my opinion, I don’t think
that negotiation style is related [in any way] to cultural differences. It depends
on person to person. Everybody has a different style.” (Quote commercial
manager company A, interview 3)

“The Thai partner’s nature is not to be confrontational whereas the English and
German, we’re confrontational, but we don’t make it personal. I think
sometimes they [the Thai partner] take the thing personally. We stay in the
right so I can say, under the contractm ‘you have got to do this or do that’.
That means aggressive. For us, we’ve been in business in Europe hundreds of
years, using contracts. This is not being rude, just stating your position. I
think sometimes it’s not being rude or aggressive.” (Quote quantity surveyor
manager company A, interview 14)

“In practice, our problem is the similarity in the culture. Everybody wants to
take advantage of others as much as they can, even though they all share the
same goals. But the methods used, regards their opportunistic behaviour, are
not the same. Some are very aggressive and strong. Some are very gentle.
So, it is important for us, in managing, to reduce the opportunism in order to
achieve the best performance.” (Quote project manager company A, interview

1)
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A summary of the negotiation styles of each JV partner are given in table 7-4 as

follows.
Table 7-4
The style of negotiation
Country The style of negotiation
Thai Gentle, polite, defensive, no straight
answer, work slowly on decision-making
German Very aggressive
Japanese Gentle

7.4 Negotiation behaviour

The negotiation tactic that is most often used in this JV is compromise. Although
compromising is not always the best strategy to use to resolve conflict, all partners
seem to understand its importance and place an emphasis on the use of it. When
conflict arises, each partner tends to argue against each other at the beginning of their
discussions and in the negotiation process. Simultaneously, they also seem to
understand where they stand and generally accept and listen to each other’s opinion.
When it was time to make a decision, they preferred to compromise with one another.

If there is a time limit for reaching agreement, they sometimes use avoiding tactic.

One Thai interviewee stated that:

“If we have a conflict, we normally respect each other’s opinion. We try to
discuss on the reasoning logic. If we don’t have enough time to come up with
an agreement, we will put that issue in pending and try to resolve it later.”
(Quote project manager company A, interview 1)
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Because each partner tries to cooperate with one another where possible, most
conflicts are resolved effectively at the project management level. The following is

the viewpoint of foreign interviewees regarding the use of compromising strategy:

“For the one with the claims, what we decided to do is we still submit the
notices. And also we keep on both ways, try to get the path which is not that
way or this way, but some way in between, so it’s a little bit of a mixture,
which is still not a good way, but a compromise is developed between the two
ways. So we’re going to have to rely on some proper talk at the end, so that
the client [the Thai government] doesn’t say ‘no’.” (Quote quantity surveyor
manager company A, interview 14)

“..still wondering how to come out with the solution to get everybody happy.
If there is a quick way to get this [solution but it] changes every issue
otherwise...if it is not agreed then we can’t start the work, which would cause
a problem. And that affect this department. We are not taking the hard line
and we are not taking the soft line. We try to reach a compromise but this is
one reason why people [are] not happy. It’s taken a long time.” (Quote
quantity surveyor manager company A, interview 14)

“We have to compromise [with the Thai partner regarding the issue of hiring
high capability employees]. We have to do it by ourself instead of distributing
it [to low performance employees]. We have to work a lot. If we hire clever

staff, we can hand over all these job to the clever [JV] staff. But once we
employ stupid staff, I have to do everything.” (Quote finance and accounting

manager company A, interview 16)
Both Japanese partners try to compromise with the German partner where possible.
However some conflict cannot always be compromised. So, the Japanese partners
turn to the use of competing tactic. One Japanese partner Y pointed out that their
German partner is obstructive and also tends to behave inappropriately. At the en_d of
the interview, this Japanese person said that they wouldn’t want to enter JV with this

German firm for the next JV project. The quotation regarding this competitive

manner is given below:
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“And the planning [is] also different, very, very aggressive. They [the German
partner] said we need to buy that and, finally, they chose and bought. And the
way they behave is not so polite - they do not speak nicely and listen much to
the Japanese partner. So, I don’t know if it is only because of this person or if
the parent organisation is like this. I don’t know. But compared with them
[German partner] we do things in a different way. They have experience and
because of this experience they say ‘do it this way’. We have to think which is
the best way for this JV project. So, we need some time. And unfortunately,
our meeting is in English and so we have some disadvantage in that point. I
want to speak but don’t know how to express myself. ” (Quote Co-[JV] project
manager company A, interview 2)

The German partner also has some conflict regarding the use of an overseas engineer.

The Japanese partner Z criticises that:

“Now we’re trying to force [the German partner] to cut down on German staff

being used and to depend more on Thai engineers. It saves a lot of money and

for the station itself, provided that it is designed properly, it can be done by

local engineers.” (Quote quantity surveyor manager company A, interview 14)
7.5 Factors affecting negotiation behaviour

The following three aspects describe the influence of bargaining power, trust, and

culture on negotiation behaviour.

7.5.1 Bargaining power affecting negotiation behaviour

Generally speaking, there was a balance in the bargaining power of the JV partners.
There has not been much shift in bargaining power between partners. There was a
need for resource contributions from all the partners over time. Each partner seems to
have their unique strength to put into this JV. These balances in bargaining power

lead all partners to compromise with one another.
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“No, no, no, I always hamonise. I like this way. I always try to compromise.
Two weeks ago, in the party, I had a chance to speak with them, so I presented
them with three words; ‘thank you’, ‘cooperate’ and ‘harmonise’. The
strategy used is not win-win. This time OK [but] not every time the loser.
Sometimes win.” (Quote Co-[JV] project manager company A, interview 2)

“Our foreign partner should try to compromise as much as they can. If they
didn’t know how to compromise, we would never have chosen them to be our
partners at the beginning of the joint venture formation.” (Quote project
manager company A, interview 1)

7.5.2 Trust affecting negotiation behaviour

The German prefers to use German staff to work on the construction site. They do not
trust Thai engineers to work on this particular job at the tunnel. So, during the
negotiation they (the German partner) try to argue to have German staff working on
the construction site. At the beginning the German partner won, as the other partners
compromised with them. Over time they (the German partner) compromised more
with the other partners and agreed to use more Thai engineers for the tunnel

construction.

“Our German partner argues that the tunnel work is very complicated and
technical. So, they want a lot of German staff to work for them. This incurs a
very high cost. They did not trust our local engineers to work on this job.
They insisted and kept arguing to have the German staff to do this job. After a
long negotiation, they compromise with us for some work by reducing the
number of German workers.” (Quote construction coordination manager
company A, interview 15)

“If we don’t trust each other and also the cultural differences between partners
are too big, it is unlikely that we can be a JV partner, the JV company can’t
exist . The Thai partner has known [the German and Japanese partner Z] for
about 10 years already. Also we have had 20 years of business experience
with [the Japanese partner Y]. This leads us to have better cooperation with
one another. The issue of personal or group relationships that reinforce trust
between partners is also of concern. (Quote project manager company A,
interview 1)
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7.5.3 Culture affecting negotiation behaviour

The Thai partner seems to understand that people from different countries have their
own cultural values. They tend to be cooperative and compromise with the partners
where possible. However, cultural dissimilarity lead to the Japanese partner Y to
doubt the German partner’s way of doing business. They (the Japanese partner)
sometimes argue with the German partner unnecessarily and try to persuade them to
reduce the level of spending. The following quotations, obtained from Japanese and

Thai interviewees, highlight the negotiation tactics used in relation to culture:

“Now there are some problems with them [JV partners]. They spent too much.
For example, there is no need to have a good table in the office. It is just a
temporary use, no need. That is the real point. The Americans and Europeans
are always thinking about their personal room. They need their personal
space. In Japan, we cannot do this. For [the Japanese partner], maybe my
president cannot sit on a good chair like this. So, when starting this [JV]
project, I said to my boss I didn’t want to. As other people want this, so I have
to use it. He said only this one project but he requested me to reach the target.
So, there are very different ways of doing business between European
companies and Japanese companies. For we, and maybe the Thai [partner]
also, think we only need general administration like salary and resources. We
have to try to keep in this box. But their [European partner] way, yes, we need
these. My friend is also thinking...they need a good one. For the Thai
[partner] I don’t know. We [Japanese partner] work in this company until
retirement. But now, the Westerners working in Thailand, they are happy
working here, stay in big houses, big rooms, they don’t think about this joint
venture - how much profit we are going to get. They [European partner] think
only of themselves. That is a problem. If they get their salary from their
office, this would be OK. But they get it from this JV. One share of this joint
venture company is my company as well.” (Quote Co-[JV] project manager
company A, interview 2)

“There are some cultural dissimilarities with the partners who come from
different countries. The ways of doing business and their experience are also
different from the Thai partner. Even though we have some similarity in terms
of objective achievement, our ways of doing, negotiating, and managing
business are quite different. We also trust our foreign partners in technical
know-how. We try to cooperate and help our foreign partner as much as we
can. Cultural differences between partners sometimes lead to conflict in our
views of business management and practice. Therefore, we need to
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compromise and try to reach the solution at the optimum point.” (Quote
construction coordination manager company A, interview 15)

7.6 JV performance (outcome)

The recession in Thailand had an effect on the foreign exchange rate. Because the JV
needed to import a lot of material for the tunnel work and, therefore, to pay more
money to suppliers and subcontractors, this in turn reduced the profit earning capacity
of the JV. Broadly speaking, all JV partners are satisfied with the overall JV
performance. Only the Japanese partner Y was not satisfied with the profit that the JV
has achieved so far. The Thai partner is very satisfied with the JV objective
achievement and expects to achieve all of their objectives by the end of project. The

German and Japanese Z partners are also happy with the JV performance.

7.6.1 Satisfaction

Because this JV project has been financially supported by the Thai government, the
JV seems to perform quite well and without too much impact from the economic
recession in Thailand. All partners were satisfied with the overall performance and
the relationships among themselves. Some viewpoints of interviewees regarding the

JV satisfaction are quoted as follows:

“Yes, I would say...satisfied [with the] performance.” (Quote commercial
manager company A, interview 3)

“Yes, I am satisfied with the negotiation outcomes of forming the JV.
However, some partners wanted to get leadership, I think. That is exactly it. I
think they have to be satisfied with that paper. Normally this joint venture is
an integrated JV, no leader, no sound. Everybody wants to show their

capability. So, no leader.” (Quote Co-[JV] project manager company A,
interview 2)
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“I think we have done very well on this project. [There are] very few
problems. Many of things have been done smoothly. We have done the work
properly. If we can continue as we are, this will be a successful project.”
(Quote quantity surveyor manager company A, interview 14)

“The contractual agreement is quite important [but] I wouldn’t describe it as a
legal force. But [it is] very important [to] allow limited flexibility. We are
also quite satisfied with the negotiation at the tendering stage of forming [the]
joint venture agreement and also, up to now, in the operation and execution of
the project.” (Quote commercial manager company A, interview 3)

“I am satisfied with the JV performance outcome. However, we still need to
develop further in order to achieve a better performance.” (Quote project
manager company A, interview 1)

7.6.2 Achieving JV objectives

Almost all partners share the common objective of profitability and experience. The
Thai partner has achieved their objectives on profitability and experience. The
Japanese partner Y has learned how to do business with the Western partner.
However, they (the Japanese partner Y) seem to have had a bad experience and
impression with the German partner and are not very happy with them. In general,

overall objective achievements by all partners are quite good. The following are the

comments from the interviewees regarding the achievement of objectives:

“The learning is OK. But the profit is not so good. No good. I am not
satisfied with the profit now from my view. You know we decided the target,
lets say 5%. My boss said at least 5%. If you start working, your boss might
say ‘what are you doing’, so, it must be better than 5%.” (Quote Co-[JV]
project manager company A, interview 2)

“From the Thai partner’s viewpoint, we have a great achievement so far in our
objectives which we set at the beginning of the joint venture formation. We
have achieved both major and minor objectives. So far, we have won projects,
we have operated the joint venture business until now, this is nearly half way
already. Hopefully, we can achieve all the objectives set. The rest we haven’t
achieved, but have good potential to acquire a new project to do, to develop
our management skill, to reduce costs, to be trusted more.” (Quote project
manager company A, interview 1)
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“We evaluate our JV performance according to the profit we receive. So far
our profit is quite good.” (Quote construction coordination manager company
A, interview 15)

“I probably say 50%-60% [of plans that we have achieved]. When we speak
to the contract people next door, they are not happy with this. They know,
from their experiences, that this in between route which is neither here nor
there is not the way to do it. So they can’t do their work properly. But the
company as a whole is happy to go along that way. I think if you don’t have
conflict then it will be easier. About technology transfer, I think we’ve done
quite well on that. Our Thai partner has gained lots of experience. They are
now capable of doing the [subway] station themselves.” (Quote quantity
surveyor manager company A, interview 14)

“This [subway] project is the first [subway] project in Thailand. We employ a
lot of [local] labour, and a lot of local staff. They gain a lot of technology
[transfer] from us. In the future, the Thai partner can do construction work
without any [need for help from an] international company. We provide a lot
of technology [transfer] for them. All partners know how we can control

profitability. I am almost satisfied with that profitability. We gain profit
every year. Financial performance is good.” (Quote finance and accounting

manager company A, interview 16)

7.6.3 Business relationship

Each partner tries to maximize their gain. Some partners even ask to do the
subcontracted work themselves instead of offering it to other subcontractors at the
higher price. However, this (subcontracting work by the JV partner) was agreed by all
partners because they prefer to develop a long-term relationship. Opportunistic
behaviour is pretty low in this JV project. However, each partner tries to protect their
own interest and sets up a clear agreement to be followed. The relationship between
the partners has developed quite well. They seem to understand and listen to each
other more over time. Trust was also increased as the relationships between them (JV
partners) have improved. All partners would like to progress to the next project, even
though the Japanese company Y seems to be uncomfortable with the German partner.

The following quotes describe the relationships between JV partners:
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“I think the corporation has become closer and closer together with our
partners. Because apart from our local partner, we are also working with two
new [Japanese] partners. We get to know each other and the relationship
becomes better than before. However, speaking for myself, the relationship
between partners is mainly based on a business relationship only.” (Quote
commercial manager company A, interview 3)

“We have a close relationship now. It has changed into a better relationship”
(Quote finance and accounting manager company A, interview 16)

“Our relationships with the foreign partners is quite good. We seem to
understand each other quite well, over time.” (Quote construction coordination
manager company A, interview 15)
“[At the operational level,] it [relationship] is a lot better and we work as a JV.
We don’t really think about gaps between ages, department. So, it doesn’t
matter who is in whose department.” (Quote quantity surveyor manager
company A, interview 14)
“Our business relationship with the foreign partners has developed quite well.
Generally speaking, there have been no problems with our partners that we
have not been able to resolve yet. Everything is manageable here.” (Quote
project manager company A, interview 1)
7.7 Factors affecting JV performance (outcome)
Trust seems to be the most significant factor influencing JV performance. The
cultural similarity of partners tends to promote less conflict and has a moderate impact
on JV performance. This JV has a symmetric bargaining power but this factor tends

to have a minor influence on the JV firm’s performance compared to trust and culture

factors.

7.7.1 Bargaining power affecting performance
All partners seem to contribute the resources needed equally to the JV. There is no
one partner who has more power to control the others in this JV. So, all partners have

a balance in bargaining power. In this JV, the bargaining power of each partner is
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similar and has tended to yield a successful JV performance. Here are the comments
of interviewees regarding the impact of bargaining power on performance:

“We achieve quite a successful JV performance. We tend to have more power
to negotiate with our foreign partner on issues dealing with the local
knowledge whilst our foreign partners seem to have more power than us on
management decisions regarding technical management and know-how.”
(Quote construction coordination manager company A, interview 15)

“I think the key to successful performance is if each of the four partners can
bring an area of expertise to the JV. So, [the German and Japanese Z partners]
are very experienced in construction and especially in tunnel work. The Thai
partner has got a lot of local experience so contributes knowledge of

manpower and names of subcontractors in order for the [JV] company to do
work more quickly.” (Quote quantity surveyor manager company A, interview

14)
7.7.2 Trust affecting performance
Trust is a very important factor which all partners should be concerned about. All
partners would like to be trusted more by the others. So far, the level of trust between
partners seems promising. All partners are quite keen to develop it further over time.
A Thai interviewee considers trust to be a significant factor to influence the JV
performance while one British manager working under the Japanese partner Z

observed a significant impact of trust on JV performance.

“Trust is very vital to successful JV performance. It is acceptable if our
partners operate business a little different from our agreement. We need to try
to understand each other and focus on our long-term relationship for a success
of our JV business.” (Quote construction coordination manager company A,
interview 15)

“Trust comes into it [successful performance] quite a bit.” (Quote quantity
surveyor manager company A, interview 14)
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7.7.3 Culture affecting performance

Thai and British (working for Japanese partner Z) interviewees consider culture as a
factor affecting JV performance. Cultural dissimilarity seems to have a negative
effect on JV performance. Even though three of the JV partners have been working
together for at least 10 years, they still have some conflict regarding cultural distance
that needs to be resolved. The Japanese company Y who never had past experience
with the German partner seems to experience a big cultural misunderstanding.
However, cultural conflicts may ease as partners trust and develop a better
relationship with one another over time. The interviewees’ comments about the

impact of culture on JV performance are given below.

“Our JV conflict often arose because we have cultural differences in ways of
operating and negotiating business. I believe that they (the German partner)
can operate business successfully if they use their own way of doing business
in Hong Kong. However, doing this way in Thailand seems to result in less
performance. It took us a great deal of time to resolve our conflict.” (Quote
construction coordination manager company A, interview 15)

“Culture ‘yes’ that comes into it [influencing JV performance]. The Germans
have their own culture. They have their own ways of doing things. They want
German engineers all the time. So, we’ve to try to stop that and they’ve got to
rely and trust more on our local engineering ability. I consider that the ability
of the local engineer is very high.” (Quote quantity surveyor manager
company A, interview 14)

“I think it [cultural difference and misunderstanding] affects JV performance
and success. We’ve got a good match because we can’t do it with a Japanese
coming, a German coming. We need a certain element of the different cultures
and because with the Thai [partner] they have come to know how things work
in Thailand. So, we still need Japanese and German [partners] because they’re
bringing new technology here.” (Quote quantity surveyor manager company
A, interview 14)
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Chapter 8

Cross-Case Analysis, Comparison and Discussion of Results

The previous three chapters present the results of the case studies. In this chapter, the
results presented in those chapters will be discussed. First, the cross-case comparison
of the similarities and differences of JV companies A and E will be presented. This
will be followed by discussion of the four propositions being tested, company by
company, and considering the relationships between bargaining power, trust, culture,
negotiation behaviour and JV performance. Next, a summary of the results of all six
case studies will be reviewed for each proposition and an explanation of self-reference
criterion (SRC) - free approach will be included and, finally, an overview of the data
coding scheme will be provided. The chapter will end with conclusions to chapters 4-
8. A revised conceptual model will also be included.

8.1 Cross-case comparison of the similarities and differences between JV
companies E and A

There was a big difference in the length of negotiation time to form each JV company.
It took company A only one week to form JV agreement whilst six months of
negotiation was required for company E. One reason that company A was quicker
than company E is because all the foreign partners of JV company A had known and
worked with the Thai partner for more than ten years before the idea of forming the
JV project arose. There was no past business relationship between the Thai and
foreign partners of company E. So, past business relationships did help Company A

to shorten negotiation time.
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In contrast, the Thai partner of company E knew the foreign partners for a long period
of time too but had never done business with them. As a result, they took more time
to negotiate the contractual agreements, e.g. management decision-making,
management responsibility, profit sharing, equity structure. Both JV agreements were
signed in the same year, i.e. 1996. Both JV companies are in the service sector but in
different kinds of business activity- construction and gas distribution. At the
beginning of the JV, the amount of capital investment of company A was 16 times
greater than company E. Company E has been growing very fast and now its capital
investment has increased to a quarter that of company A. Over three years, company
A has doubled its total assets, while the assets of company E remain the same. The
revenue of both companies in the early stages of JV was similar. However, company
A now earns 26 times more income than company E. Company A plans to terminate
the JV in the year 2007 whilst company E has an infinite duration. Both companies

need a licence from the Thai government to operate their business.
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The comparison of characteristics of JV firms is shown in the following table 8-1

Table 8-1

Characteristics of IJV firms in the case studies of companies A and E

JV Company Company Company
A E

Nature of Service Construction Gas Distribution
Length of
Negotiation Ya 6
(months)
Agreement signed 1996 1996
Total Capital
Investment
(Baht Million) 2,000:2,000 125:500
Start up: Now
Equity 25/75 51/49
(% Thai/Foreign) (Foreign: 25:25:25) (Foreign: 27:22)
Duration 10 Unlimited
Service Market Domestic Domestic
Total Assets
(Baht Million) 1,671:3,871 500:543
At founding:
Now
Revenues
(Baht Million) 11:5,197 18:200
First year: Recent year
No. of Employees 2,282 46

Foreign partners from both companies share reasons for establishing JV with the Thai
partner: i.e. government connection and market access. Two common reasons for the
Thai partners’ choice of foreign partners are technology and marketing know-how.
Profitability is a common objective set by all paitners of both JV companies. All the
partners of company A share two common goals: experience and profitability;

whereas all the partners of company E set sales and profitability as their short-term
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objectives. The Thai partner of company E aims to achieve a reduction in air
pollution whilst the Thai partner of company A would like to fulfill an obligation to
complete and deliver work to the client. The specific aim of the foreign partners of
company E is to expand the market to new locations whilst the foreign partners of

company A seem not to have a specific aim that is quite distinct from others.

The partners of company A share an equal amount of equity whereas the Thai partner
of company E holds a majority of shares. Foreign partners of company E did not have
the choice to enter JV business with other Thai companies, whilst foreign partners of
company A did have many choices but preferred to join business with the Thai partner
because of their long-term relationships. Because they are equity JV companies, all
partners need to pool the money to their JV companies in relation to the equity they
hold. The Thai partners of both JV companies provide similar resources. These
resources include management expertise, non-technical personnel, government
connections, local knowledge, information and market access. All foreign partners of
both companies contribute technology, technical personnel, know-how and
management expertise. Generally speaking,. all the foreign and Thai partners of both
companies contribute resources equally to their JV companies. However, over time,
the resources needed by the Thai partner of company E have decreased whilst the
resources needed from each partner of company A has remained the same. Because
the Thai partner of company E could have chosen many other partners, hold a
majority share and need less resources from their foreign partner over time, this leads
them to have more bargaining power with their foreign partners. In contrast, all

partners of company A seems to share an equal amount of resource contribution and
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they also had alternative choices of partners to enter JV. The strategic importance of
the joint venture to the overall business of all parents seems to be at the same level

(moderate). As a result there has been an approximate balance in the bargaining

power of all partners in this JV.

Table 8-2 below shows the comparison of bargaining power between the Thai and

their foreign partners (companies E and A).

Table 8-2
Bargaining power of Thai Vs. foreign partners (companies E and A)

Company E Company A
Partner’s Thai British Belgian Thai Japanese Japanese German
nationality Y Z
Strategic low/ moderate | moderate pretty high moderate | moderate
importance moderate high
Alternative high no no high moderate | moderate | moderate
choice
Resource
contribution
Manag.e ment fairly fairly fairly fairly fairly fairly fairly
Expertise equal equal equal equal equal equal equal
Non-technical .
personnel high low low high low low low
Government high low low high low low low
connection
Local
!(nowledge and hlgh low low hlgh low low low
information
Market access high low low high low low low
Technology low high high low low high high
Technical . . . .
k:(c)w':;::w low high high low moderate high high
Marketing
know-how moderate high high - - - -
Technical low/
personnel moderate high high low moderate high high
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Company E Company A

Partner’s Thai British Belgian Thai Japanese Japanese German
nationality Y Z
Equity high moderate | moderate equal equal equal equal

high moderate | moderate high pretty pretty pretty
Overall high high high
bargaining
power imbalance approximately balanced

Trust between the Thai and foreign partners of company A has developed quite well.
Even though there have been some conflicts and opportunism between partners
(company A), those problems seems to be of little importance and haven’t affected
their long-term relationships. Trust between the Thai and foreign partners of
company E has developed over time since the beginning of the JV formation.
However, at the time of interview, trust seems to have declined because of
opportunism and cultural misunderstanding in relation to the sharing of long-term
objectives and commitment. Accordingly, comparing both JV companies, company A
has a higher level of trust between the Thai and foreign partners than company E. The
foreign companies’ reputation is one of the concerns for the Thai partner of company
E, whether to trust the capability of their foreign partners or not. In company A, the
Thai partner trusts the foreign partners because of past experience rather than their
reputation. Reputation was the only concern when the Thai partner (company A)

chose to do business with the foreign partners prior to this JV project over ten years

ago.

There is a big cultural difference between the Thai and Western partners of both JV
companies. The Western partners of both companies have tried to understand and

adapt to the Thai partner’s culture over time. However, the Western partners of
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company A tend to understand the Thai partner’s culture better than the Western
partners of company E. One reason is because the Western partners of company A
had a longer relationship with the Thai partner than the Western Partners of company
E. Both Thai and Japanese partners of company A seems to share a cultural
similarity. The Western partners of both JV companies prefer to use formal letters
and documents whilst the Thai partners of both companies place more emphasis on
verbal agreement and allow more flexibility to the contractual agreement. The
Western partners of both JV companies prefer a confrontational and aggressive style
of negotiation while the Thai partners’ negotiation style is gentle. Although there are
some differences in the style of negotiation, the Thai partners of both JV companies

can understand and accept the negotiating styles of their Western partners.

The Western partners of both companies tend to argue with their Thai counterpart at
the beginning of JV business negotiation. However, they also understand that to reach
an acceptable decision, in the end, they need to compromise with the Thai partner.
Accordingly, Western partners of both companies often tend to implement
compromising strategy at the end of their business negotiation even though they think

that it is not the strongest solution.

Although bargaining power seems to have some influence on the negotiation
strategies used by all partners of both companies, it seems not to be a major factor.
Trust between partners seems to have a moderate impact on the negotiation strategy
used during business negotiation. As trust between the partners of company A
became better developed, each partner tended to use compromising tactics rather than

competing behaviour. The slowly developing trust between the partners in company
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E had just as big an impact on the negotiation strategy used by partners. The foreign
partners tend to argue more with the Thai partner in order to achieve their long-term

objective (i.e. business expansion to new location).

Cultural differences seem to have a pretty high influence on the negotiation tactics
used by all partners of both companies. However, as each partner of both companies
tries to understand and adapt to each other’s culture over time, they tend to

compromise where possible.

In short, there was a high use of compromising strategy between partners of both
companies E and A. Competing and collaborating strategies were used moderately by

both companies E and A. Both companies E and A rarely use avoiding tactics.

All partners of JV company A are satisfied with the JV performance. The Thai
partner of company E has a high level of satisfaction in the overall JV performance
whilst the foreign partners (British and Belgian) had a moderate level of satisfaction
in the overall JV performance. Profitability objectives have been achieved by all
partners of both companies except the Japanese Y partner of company A. The Thai
partners of both companies have achieved learning and experience. All partners of
both companies have achieved technology and know-how transfer. The business
relationship between the partners of company A is quite good, while a moderate
relationship between the Thai and foreign partners is found in company E. The

following shows a comparison of the JV performance of companies E and A.
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Table 8-3 below summarizes the level of JV partners’ satisfaction, objective

achievement, business relationship and overall performance.

Table 8-3
JV performance (companies E and A)

Company E Company A

Partner’s Thai British Belgian Thai Japanese | Japanese German
nationality Y Z

Overall high moderate | moderate high pretty high high
performance high

Partner’s yes partially | partially yes yes yes yes
satisfaction

Objective

achievement

Profit yes yes yes yes no yes yes

Learning &
experience yes - - yes yes yes n.a.

Creditability --- --- --- yes n.a. -— -

Technology
and yes yes yes yes - yes ' yes
know-how
transfer

Sales . .
yes partially | partially -— - - -

Business .
growth yes partially | partially . - — —

Air pollution
reduction yes — —— -— ——

Market
expansion
(new location)

Gaining
critical size - -— no -— —— — —

Market

access yes partially | partially --- - - -

Overali moderate | moderate | moderate good pretty good pretty
business (Thai: (Thai: (Thai: good good
relationship foreign) Joreign) Joreign)
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All partners of both companies perceive trust as a significant factor influencing JV
performance, except the Belgian partner of company E. All partners of both
companies believe that cultural misunderstanding has a considerable impact on JV
performance. The bargaining power of JV partners of both companies seems to have

a minor effect on JV performance.
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Table 8-4 below summarizes the results of the study regarding bargaining power,

trust, culture, negotiation behaviour and outcome.

Table 8-4
Predictor-Outcome Consequences: Antecedents and Consequences of JV
negotiation
Antecedents Mediate QOutcome
variable
Bargaining power Trust Culture Negotiation Performance
Behaviour/
tactic
Thai Foreign Difference | Understanding Thai Foreign
Thai: Thai: Thai:
Japanese Y | Japanese Y Japanese Y
high low high
Thai: Thai: Thai:
high pretty Japanese Z | Japanese Z Japanese Z compromising Japanese
high (high) Y
high low high -
avoiding pretty
Thai: Thai: Thai: (low) high
Company German German German high
A competing Japanese
high high high (moderate) Z
German: German: German: collaborating high
Japanese Y | Japanese Y Japanese Y (moderate)
. German
approximately low high low —_—
balanced .
. high
German: German: German:
Japanese Z | Japanese Z Japanese Z
moderate high moderate
compromising
(pretty high)
Company high pretty high low high collaborating high moderate
B high (high)
competing
(low)
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Antecedents Mediate Outcome
variable
Bargaining power Trust Culture Negotiation Performance
Behaviour/
tactic
Thai Foreign Difference | Understanding Thai Foreign
compromising
(moderate/
high)
high high
collaborating
high/ (high) pretty pretty
Company high moderate high high high
C avoiding
(low)
balanced
competing
(low)
compromising
Company | moderate (high)
D /high high high high high high high
collaborating
(high)
Thai: Thai: Thai:
British British British
compromising
high moderate moderate high moderate (high)
Thai: Thai: Thai: avoiding
Belgian Belgian Belgian (low) moderate
Company high
E moderate high moderate competing Belgian
(moderate)
British: British: British: moderate
imbalance Belgian Belgian Belgian collaborating
(moderate)
high low high
compromising
Company pretty (moderate)
F high high moderate high low low low
competing
(moderate)
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The overall trust and cultural understanding of JV partners is shown in the table 8-5

below.
Table 8-5
Overall trust and cultural understanding of JV partners
Overall trust Overall cultural
understanding
Thai Thai
high high
German German
Company moderate pretty high
A Japanese Y Japanese Y
pretty high pretty high
Japanese Z Japanese Z
pretty high pretty high
Company E moderate moderate
(Thai: foreign)

8.2 Discussion of results

8.2.1 Proposition 1: JV performance is positively related to symmetric bargaining

power.

To have a clearer picture of the relationship between bargaining power and
performance, each case study was analysed individually. The differences across cases
are reconciled and finally the integrated results are presented. In addition, the
explanation given in proposition 1 regarding JV performance will be referred to the
following propositions 2, 3 and 4, when explaining the relationship between

independent variable and JV performance (dependent variable).
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8.2.1a Company A

There is an approximate balance in the bargaining power of all JV partners for making
strategically important decisions at top management level. All major management
decisions must be agreed by all four partners. However, when major conflicts arose
and problems could not be resolved, it was the role of the Thai partner to finalise the
decisions. This has been agreed and accepted by the foreign partners because the JV
agreement has specified that the Thai partner can lead and make a decision in case of
conflicts. Also, all foreign partners pay high respect to the Thai partner because of
their long-term relationship and experience. Another issue, encouraging the foreign
partners to salute the Thai partner, is that they are also looking forward to a long-term
future business relationship in addition to this JV project. At the board level, the
bargaining power rests equally between both sides. There is an equal number of Board
members from each partner. The rule of consensus applies when there is a conflict of
interests at the board meeting. The Board of Directors seems to play a role in
company’s policy making, rather than getting involved with management decision-
making. This is especially true in cases where there is ai conflict of interests between
partners, even though the agreement has authorized the board members to make the
management decisions. When agreement cannot be reached by the four partners, the
decision must be left with the Board of Directors. However, in practice, the problem
would most likely be returned to top management to finalise. Accordingly,
management power seems to rest with all JV partners at top management level with
the Thai partner only dominating the decision if the problems are extremely
significant. Theoretically, if the decision still cannot be reached at both top

management and board levels, the final decision will be decided at the shareholder
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level of all partners equally. However, because all foreign partners have had a long
relationship with the Thai partner, especially a personal relationship with the Thai

owner, therefore, they all seem to agree and leave the final decision to the Thai owner.

Because the power is equal between partners, each partner tries to exercise their power
as far as they can. This sometimes results in a negative conflict between partners.
One example of this is shown clearly in the conflict between Japanese Y and German
partners, regarding the cost of spending and purchasing. Another is that of the
moderate conflicts between the German and other partners when the German partner
makes a strong demand for German engineers to work on site. This was perceived by
other partners (Thai, Japanese Y, Japanese Z) as an unnecessary demand and incurring
excessive costs because in over half of this work, the German engineers could have

been replaced by Thai engineers.

The overall approximate balance in bargaining power of all partners is derived from
the following causes. The perceived strategic importance of the JV to the overall
business of all parents seems to be somewhat high. There is equal shareholding
between all partners. They all pooled their investments and, in return, the profit
received is divided equally, in proportion with the equity structure. All foreign
partners had some choice to enter JV with a number of other Thai and foreign partners
to bid for this (JV) project from the Thai government. But all foreign partners seem to
prefer their Thai partner because of their long business experience and high
confidence. Additional reasons are that the Thai partner is very well renowned and
had great potential to lead the team (partners) to successfully acquiring the project.

The Thai partners themselves also had ample choice to enter JV business with other
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potential foreign partners. However, they also preferred to stick with their former
alliances. They believe that these three foreign companies are best suited to produce
an efficient output, which in turn leads them to achieve successful business operation
and performance. All resources have been contributed more or less equally. The
scarce resources provided by the German and Japanese partner Z are technology,
technical know-how and management and technical personnel in relation to the
construction of tunnels and engineering design. The Japanese partner Y contributes
significantly in financial and accounting management. The Thai partner provides a
scarce resource in terms of government connection, local knowledge and information

and market access. Management expertise has been supplied evenly by all JV

partners.

The economic downturn in Thailand, as an external factor seems to have had a slight
impact on the performance (outcome) of this JV company. Foreign partners incurred
extra cost due to the volatility of foreign exchange rate — particularly the weakness of
the Thai Baht. The company had to pay more for the cost of material imported from
abroad. However, it seems not to have had a major impact to the performance of the
JV. Additionally, the economic debacle has resulted in many big and medium-sized
businesses quickly running out of cash which, in turn, had a great effect on business
performance. This has not affected this JV project because the money has been
supported directly from the Thai government. It has affected the value of the

investment made, and also the value of profits earned, by the foreign partners.

The common objectives that have been shared by most partners are profitability and

experience. None of the partners have a difference in their major objectives. At the
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time of conducting research, the JV project had reached about the half way stage of its
business life and all partners had a high level of satisfaction with the current overall
JV performance. The Thai partner has achieved most of their main objectives which
include (annual) profit, learning and experience, credibility and technology and know-
how transfer from the foreign partners. The Japanese partner Y received learning and
experience as they expected. However, even though the Thai, Japanese Z, and
German partners are satisfied with the profit received, the Japanese partner Y believes
that the JV should have produced a better profit than it had done. They (the Japanese
partner Y) expected a high profit. Accordingly, they seem not to be happy with the
current profit generated. The Japanese partner Z has gained experience and learning,
as they wanted. Also, both Japanese Z and German partners achieved a high level of
technology and know-how transfer to the local (Thai) partner. However, the Japanese
partner Z believes that to be able to operate business alone, the Thai partner needs
more time, longer than this JV project, to learn all the technology and know-how that
the Japanese have accumulated for more than 30 years. The learning and experience
gained by the Germans has not been identified. The business relationship between the
Thai and all foreign partners is good. The overall relationship between Japanese Y
and other partners is pretty good. The German and other partners have an overall
pretty good relationship. The overall relationship between Japanese Z and other
partners are good. All foreign partners are still looking forward to continuing the
partnership with the Thai partner for the next project, even though there seems to be
conflict between the Japanese Y and German partners, regarding the way of doing

business.
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In summary, the research finding shows a positive relationship between symmetric
bargaining power and JV performance. All partners, having approximately equal

bargaining power, are similarly satisfied with the overall JV performance.

8.2.1b Company B

The Thai partner has a similar level of bargaining power as the Japanese partner. At
the beginning of the JV operation 22 years ago, the MD came from the Japanese side
(as specified by the JV agreement) because the Thai partner still lacked experience in
operating a leasing business. It was a very new line of business for the Thais. The
Thai partner learned quickly, watched closely by the Japanese partner, so the Japanese
partner soon became confident that the Thai side could direct the company.
Therefore, they have transferred the top management control to the Thai side.
However, they still send a Japanese expatriate to serve as deputy MD. Important
decision-making power rests with the two top managers in this JV company. All
decision making must be signed and agreed by both of them (MD and deputy MD).
However, the Japanese partner seems to perceive that the Thai MD is working for the
benefit of JV rather than the Thai parent itself. So, the Japanese partner respects this
Thai MD. Even though the power is more or less equal, the Japanese partner tends to
trust and agree with the Thai partner because of their long past business relationships.
The Board of Directors of this company plays a significant role in both policy making
and also management decision making, particularly when the amount of loan in credit
marketing is over a certain limit, e.g. 40 Baht million. Each partner prefers not to

exercise their power and they do not experience major conflict.
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Four sources of balance in the bargaining power of partners are examined in detail as
follows. The Thai partner holds 1 percent more shares than the Japanese partner.
This equity structure has influenced bargaining power since the JV business operation
began. Thai law states that the Thai partner must have at least 51% of the registered
capital. However, this law has since been changed, because of the economic crisis
and the consequent need for foreign capital investment. The partners have invested in
proportion to the equity structure. In return, they receive profit according to the
equity they hold. Both partners seem to have had moderate choice of partners before
JV formation. However, because of a third party recommendation, as well as the high
reputation of both parent companies within their own countries, they decided to form
the JV without taking too much time in considering other choices. The perceived
strategic importance of both parents to the overall business seems to be approximately
the same level. Both partners seem to provide the required resources equally. The
Thai partner contributes mainly scarce resources of local knowledge and government
connection whilst the Japanese partner makes a significant contribution of know-how,

marketing skill and service. Both of them provide management expertise.

The economic crisis in Thailand has been an external factor influencing the JV
performance. It has resulted in fewer customers coming in to hire the manufacturing
machinery and, therefore, profit earned has been less than expected. This external
factor seems not to have had a great effect on JV performance, in the view of the Thai
partner. However, the Japanese partner seems to take it into account seriously since

their profit also fell due to the depreciation of the Thai Baht.

60



The main objective shared by both partners is profit. The Thai partner achieved the
profit they expected. However, the Japanese partner is not satisfied with the profit
made. One reason for the dissatisfaction of the Japanese partner is because of the loss
of money when the foreign currency exchange market was so volatile. The Japanese
partner also expected the JV to earn a higher profit. Business growth, market access,
know-how transfer and management expertise have been achieved successfully from
the Thai viewpoint. The Japanese partner has also achieved the know-how they
expected to transfer to the Thai partner. However, the Japanese partner is not happy
with the service marketing achieved. They want to see a better output from this. The
Japanese partner partially achieved their objectives of business growth and market
access. The business relationship between partners has developed very well. The
Thai partner is satisfied with the overall JV performance whilst the Japanese partner’s
overall satisfaction is moderate. The reason that the Japanese partner is not extremely

satisfied with the overall performance is that of low profit and service marketing.

In short, both partners exercise an equivalent amount of power and both of them are
satisfied with the overall performance. In other words, symmetric bargaining power,
exercised equally by both partneré, was found to be consistent with the JV

performance.

8.2.1c Company C
The bargaining power of both partners is even. According to the JV agreement, the
top management (the Thai partner MD) has the sole right to make business decisions

and to direct the business. However, in practice, the Thai top management seems to
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pay respect to the foreign partner by asking opinion and recommendation before
making any important decision. They (the Thai top management) also listen to the
Dutch partner’s opinion and try not to implement decisions if they are not first agreed
by the Dutch partnef. Initially, the Dutch partner holds the post of MD then the post
is transferred to the Thai partner. Thereafter, the Thai partner can nominate the MD.
However, the Dutch partner has the right to reject the Thai MD if they don’t feel that
the selected MD has the ability to direct the JV business. There is also equal power
on the Board of Directors - five board members from each side. The Board of
Directors normally makes the JV policy and decides if the level of new investment is
over the limit of the MD’s authority. Generally speaking, all management
responsibility is shared at top management level between the MD and the deputy MD.
Neither of the partners have tried to exercise their voting right at the board meeting,

even though JV agreement applies the rule of majority.

Both partners seem to have equality in bargaining power due to the following reasons.
The Thai partner has only one percent more equity than the Dutch partner. The
money pooled and profit received are related to the proportion of equity held by each
partner. The perceived strategic importance of the JV to the overall business of both
parents is at the same level (pretty high). Both partners had moderate choice to enter
JV business with other partners. However, as a partner in a JV company, the Thai
partner seemed to be the best choice. They have won a concession from the Thai
government. All resources needed have been contributed more or less equally by both
partners. The Dutch partner contributed a scarce resource of know-how whilst the

Thai partner provided the scare resource of government connection and local
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knowledge. Both partners provide management expertise, technical personnel and

marketing service. Non-technical personnel are mainly provided by the Thai partner.

The external economic factor has influenced the profit the JV company earns. The
sluggish economic situation in Thailand led to lower than expected profit. However,
the JV still made a profit. All partners seem to understand this situation and don’t

take this into consideration seriously when assessing the overall JV performance.

Both partners have a high level of satisfaction regarding the overall JV performance.
The main objectives shared by both partners are profitability and business growth.
Both partners have achieved a high level of business growth and a moderate level of
profitability. The Dutch partner has achieved an increase in management skill
(moderate/high), credibility and reputation (high) and market access (moderate). The
Thai partner has achieved know-how transfer successfully. They have also achieved

market access partially. The business relationship between the partners has developed

very well.

Overall, company C data suggests a positive correlation between symmetric
bargaining power and JV performance. In other words, equal power exercised by both

partners has led partners to have a pretty high level of satisfaction in the JV

performance.
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8.2.1d Company D

The New Zealand partner seems to have a slightly higher bargaining power than the
Thai partner. All major management decision making has been decided by the New
Zealand partner (MD). At the management level, although the Thai partner has only
slightly less bargaining power than the New Zealand partner, it seems that they (the
Thai partner) leave all strategically important decisions to be made by the New
Zealand side. The Thai partner seems to act in a supportive role to the management,
e.g. providing local information or expressing an opinion. Accordingly, there was no
conflict at all at the management level. At the board level, both partners play an equal
role - three Board members from each side. The rule of consensus has been applied
when making a decision at the board meeting. If there is an equal vote, the chairman,

who alternates between partners every year, will make a decision.

Both partners hold equal shares. But because of the Thai law requiring that the Thai
partner holds at least 51%, one percent of the shares have been kept with the Thai
lawyer representing the foreign partner. Both partners contribute money equally to
the JV and also receive equal returns. The perceived strategic importance of the JV to
the overall business of both parents seems to be almost at the same level (high). Both
partners had plenty of choice of partners. However, the Thai partners had more
choice because they are renowned in Thailand and many companies would have liked
to join them in business. The New Zealand partner preferred to enter JV with the Thai
partner because they believed that the Thai partner made the best partner at the time of
JV formation. The scarce resources provided by the New Zealand partner include

know-how, management expertise, technology, trademark and technical personnel.
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The Thai side provides scarce resources in terms of local knowledge and government
connection. Marketing skill has been contributed equally by both partners. Both
partners also provide marketing service. Non-technical personnel have been supplied

by the Thai side.

The economic crisis (as an external factor) in Thailand seems to have only a slight
impact on JV performance. It has led the JV to open and expand the market to other
Asian countries. However, it has not made a considerable impact on the overall

performance of the JV. The performance of the company still looks promising.

Profitability, market share and business growth are the common objectives shared by
both partners. The Thai partner has a high level of satisfaction, with a slightly higher
level from the New Zealand partner, regarding the overall performance of the JV.
Business growth has been achieved successfully by both partners. Both partners are
happy with the high profit earned. However, the New Zealand partner is more
satisfied with the profit received than thq Thai partner. Both partners believe that
market share and service marketing have been achieved moderately. They both have
a high perception of market access achievement. The know-how transfer to the Thai
partner has been achieved successfully by the New Zealand side. Whilst the Thai
partner views that they have partially achieved know-how transfer. The business

relationship between partners has developed extremely well.

To sum up, the New Zealand partner, who has a slightly higher bargaining power than

the Thai partner, achieved a high level of satisfaction in the overall joint venture
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performance. Whilst the Thai partner, who has slightly less bargaining power than the
New Zealand partner, achieved a slightly lower level of satisfaction with the overall
JV performance. In other words, the pattern of symmetric bargaining power exercised

by both partners was found to be consistent with the perception of JV performance.

8.2.1e Company E

The bargaining power between the Thai and foreign partners is not balanced. The
Thai partner has more bargaining power than both the British and Belgian partners.
Both British and Belgian partners share the same major objectives and seem to have
quite similar opinions when negotiation takes place. Accordingly, there was no
conflict arising between these two foreign partners at all. The use of bargaining
power during negotiation tends to happen between the Thai partner and its foreign
partners. At the management level, all important decisions must be agreed by all
partners. The power of each partner tends to be more or less equal, even though the
number of top ménagement personnel from the Thai side is one more than the foreign
side. At the board level, the Thai partners seem to have more bargaining power than
their foreign partners. The Thai partner has one more board member than the foreign
side. In practice, the rule of consensus applies when making decisions at the board
meeting. However, there was only one occasion that the Thai partner exercised its
power to nominate the MD from the Thai side. The involvement of Boards of
Directors on strategic management decision making seems to be more intense than
other companies in this study. The management team normally manages day-to-day
business in general and leaves all important issues/problems to be decided at the board

level.
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The Thai partner holds a majority of shares. The foreign partners hold a minority of
shares. The Belgian partner holds slightly more equity than the British partner. The
foreign partners had no other choice but to enter JV with the Thai partner. The Thai
partner controls the gas distribution business in Thailand (monopoly). The perceived
strategic importance of the JV to the overall business of the Thai parent seems to be a
little lower than the foreign parents (moderate). The Thai partner had lots of choice to
enter JV with other partners. However, they chose to enter with these two foreign
partners because they consider that both foreign partners are internationally renowned
and possess the technology and know-how which the Thai partner needs. They also
didn’t want to waste time considering or searching for other options since they had
found the perfect match as partners. The scarce resources supplied by the Thai partner
are local knowledge and information. Both foreign partners contribute scarce
resources in terms of technology and technical know-how. Marketing know-how and
management expertise have been contributed by all partners. The Thai partner
provides most of the non-technical personnel. Technical personnel have been

supplied from the foreign side more than the Thai side.

The economic crisis (an external factor) in Thailand seems to have had little impact on
the JV performance. Although the profits earned and income received were a bit less
than expected, all partners seem to understand their business situation and tried not to
take it into account. For that reason, this external factor doesn’t seem to affect the

partner’s perception of the JV overall performance.
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The Thai partner is satisfied with the overall JV performance. Both foreign partners
have a moderate level of satisfaction with the overall JV performance. The Thai
partner achieved profit, learning & experience, technology and know-how transfer,
sales, business growth and air pollution reduction successfully. However, even
though short-term objectives of profit and technology & know-how transfer to the
Thai partners have been achieved successfully by both foreign partners, the long-term
objective regarding market expansion to the new location has not been reached. Also,
there has been a problem of misunderstanding between the Thai and the foreign
partners in relation to internal competition between the Thai parent and the JV
company itself. Neither foreign partner is happy with this inter-company conflict.
However, this problem was resolved recently. The problem of internal competition
and the unmet long-term objectives of foreign partners as regards market expansion to
new locations has shaken the relationship between the Thai and foreign partners a
little. However, the overall relationship between the Thai and foreign partners is
moderate becausé they still want to keep the business moving forward and increase
their business performance. Both foreign partners achieved market access, sales and
business growth partially. The Belgian partner did not achieve their long-term
objective regarding gaining critical size in order to be able to control the market in the

future when the gas business is expected to be liberalised.
To sum up, company E data suggests a positive relationship between symmetric

bargaining power and JV performance. The Thai partner, whose power is greater than

its foreign counterpart, achieved a higher level of JV performance.
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8.2.1f Company F

The Australian partner has a little more bargaining power than the Thai partner. At
management level, the Thai partner is mainly involved with the financial and
accounting aspects and leaves all other strategically important decision making to the
Australian partner. At board level, both partners play an equal role. The composition
of the Board of Directors is two Australian and two Thai. The rule of consensus has

often been used at board meetings. Decisions have never been put to a vote at board

meetings.

The Thai partner holds one percent more shares than the Australian partner. All the
money contributed and the profit received are related to the share holding structure.
Both partners had a great deal of choice of partners to enter JV. The perceived
strategic importance of the JV to the overall business of both parents (Thai and
Australian) seems to be approximately at the same level. However, the Thai partner
seems to have ﬁad a little bit more choice as they are a big company with strong
financial support, diversifying to a great v_ariety of businesses. The Thai partner was
considered by the Australian partner as the best company to choose as a partner to
enter JV. The Australian partner has contributed scarce resources in terms of know-
how and technology whilst the Thai partner has supplied scarce resources of local
knowledge and (government) connections. Management expertise has been supplied

from the both sides. Non-technical personnel have been mainly contributed by the

Thai partner.
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The economic crisis (as an external factor) has made a great impact on the real estate
business in Thailand. The main impact has been on the construction market,
especially on housing. The building market has collapsed. Supply in this market has
been much higher than demand. Also, most companies in this market are facing cash
flow difficulties. It would be very difficult to revitalise the property market at the
moment since the purchasing power or customer demand in this market is very low.

As a result, most companies in the property market have achieved a low business

performance (outcome).

Both partners are not satisfied with the overall JV performance. They cannot achieve
profit, business growth and market access. The transfer of know-how has been
achieved partially by the Thai partner, whilst the Australian partner believed that they
have successfully transferred know-how to the Thai partner. The business
relationship between partners has developed moderately. However, each partner tends

to recognise the importance of relationship building more than before.

In summary, both partners, whose bargaining power is approximately equal, obtained
a low performance of JV. The results of the case study suggest that the external factor
regarding economic crisis in Thailand has had a substantial impact (on the
construction business e.g. building) on the performance of the JV which has diverted

the direct relationship between symmetric bargaining power and JV performance.
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8.2.1g Summary of all six case studies’ results

The results of the case studies A, B, C, D, and E provide a majority support to the
positive relationship between bargaining power and JV performance. Case study F
shows an opposite result to proposition 1. However, the negative result of case study
F seems to be considerably influenced by the external factor, i.e. the economic crisis,
rather than the impact of bargaining power on JV performance alone. Accordingly,
the findings of the case studies seem to support the relationship between symmetric

bargaining power and JV performance.

The comments of two interviewees from company A confirm that a balance in
bargaining power leads the JV company to perform successfully (See section 7.7.1).
The criticism of one interviewee from company E shows that their lower bargaining
power resulted in lower performance achieved (See section 6.7.1). The remark of an
interviewee from company D supports the view that equality in (bargaining) power

leads the JV to achieve successful performance (See section 5.9.1).

8.2.2 Proposition 2: JV performance is positively related to trust.

To have a clearer understanding of the relationship between trust and performance,
each case was analysed individually. Then, the differences across cases were

reconciled before the integration of results was presented.
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8.2.2a Company A

There has been a high level of trust between the Thai partner and its foreign partners
(German, Japanese Y, and Japanese Z). Trust between the Thai and the foreign
partners has increased over time since the start of JV formation. They (the Thai and
foreign partners) also trusted each other before the formation of the JV project
because they had a business relationship for at least ten years prior to starting up the
JV. They understand each other well and believe in each other’s strength and
capability to complete the project effectively. Despite this, some minor conflict arose
between them. Trust between the German partner and Japanese partner Y seems to
have developed at a very slow rate. One reason might be because it is the first time
that they have worked together. They still lack business experience, relationship and
confidence in one another. Because of low trust between the German and Japanese
partner Y, the Japanese partner feels the need to watch closely the way the German
partner spends money, e.g. purchase of material. As a result, the Japanese Y partner’s
satisfaction regarding JV performance seems to be a little lower than the other
partners. In contrast, trust between the German partner and Japanese partner Z has
developed at a moderate level. There was a distinct problem of trust between the
German and other partners regarding the use of engineers at the construction site. The
German partner prefers to use German engineers whilst the other partners believed
that the Thai engineers can do some of this work at a much cheaper cost. The German
partner didn’t trust and follow the other partner’s recommendation at the beginning of
JV operation. Over time, trust between each partner has increased. The German
increasingly trusts the ability of the Thai engineers and agrees to use them in more

situations. This, in turn, led to reduced costs. Because of the overall high trust
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between partners, they believe that when conflict arises, they can resolve it internally.
They never use or refer to their JV agreement at all. As trust between partners
developed before the negotiation of the JV formation, this saved them a lot of time
and money in the formation of the JV. Referring to the explanation regarding the JV
performance of company A in proposition 1, The Thai, German and Japanese partner
Z have a high level of satisfaction in the overall JV performance whilst the Japanese

partner Y has a little bit less satisfaction than other partners.

In short, the research finding shows a positive correlation between trust and JV
performance. In other words, the Thai partner who has a high trust with the foreign
partners achieves a high level of overall JV satisfaction. The German partner who has
an overall moderate level of trust between partners achieves a high level of overall JV
satisfaction. The Japanese partner Z who also has an overall pretty high level of trust
between partners is satisfied with the overall JV performance. The Japanese partner Y
(overall pretty High trust) who seems to have a problem and tends not to trust the
German partner but does trust other partners believe they have achieved a pretty high

level of JV performance.

8.2.2b Company B

Trust between the Thai and Japanese partner is very high. The Thai and Japanese
partners never had past business experience together before entering the JV. At the
JV formation, trust between both partners developed solely from the companies’
reputation. Also, they seem to trust the third partner who recommended them to form

a JV. Both of them trusted that third party. Over time, trust has increased and the
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Japanese partner is confident that the Thai partner can direct the JV company. As a
result, they transferred the MD chair to the Thai partner. Theoretically, when making
a decision, the agreement must be signed by both partners. However, the Japanese
partner seems to pay respect and trust to the Thai partner. So, there was not a big
conflict at all at the management level. Referring to the explanation regarding the JV
performance of company B in the proposition 1, the Thai partner is satisfied with the
overall performance whilst the Japanese has a moderate level of satisfaction with the
overall JV performance. The reason that the level of satisfaction of the Japanese
partner is lower than that of the Thai partner is because the Thai partner did not take
the impact of the economic crisis into consideration when assessing JV performance.
The Japanese partner had to transfer their money back to their headquarters and they
lost a lot of profit with the depreciation of the Thai Baht. The low achievement in
terms of service marketing by the Japanese partner seems not to have had a big effect

on their assessment of overall JV performance because their one main objective is

profit.

In summary, the result of this case study seems to suggest a positive relationship
between trust and JV performance. Both partners have a high level of trust. The Thai
partner is satisfied with the overall JV performance whilst the Japanese partner would
also have had the same high level of satisfaction on the JV performance as the Thai
partner. But because they lost their profit through the currency exchange, their level

of overall satisfaction is less than that of the Thai partner.
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8.2.2¢ Company C

Trust between the Thai and Dutch partner is very high. Although they didn’t have any
business relationship together before the formation of JV took place, both of them
seem to trust each other through the company’s reputation. The Dutch parent is very
well known internationally whilst the Thai partner is renowned throughout Thailand.
Trust has increased over time as the relationship develops. Trust also increased as
both partners made it clear they intended to operate business for the benefit of the JV
rather than trying to take advantage or behave opportunistically towards one another.
Opportunism has never occurred in this JV. Trust between partners has increased
dramatically since the beginning of the JV operation. The Dutch partner even trusted
the Thai partner to take the seat of MD for an unlimited time after the first six years of
the JV operation. They (the Dutch partner) seem to have a high level of trust in the
Thai partner since the negotiation to form the JV agreement. Referring to the
explanation regarding JV performance of company C in proposition 1, both partners

seem to have a high level of satisfaction regarding the overall JV performance.

Overall, the case study results show that trust is positively related to JV performance.
Both partners have a high level of trust in each other and achieved a pretty high

overall JV performance.

8.2.2d Company D
The level of trust between the Thai and New Zealand partner was very low during the
negotiation to form the JV agreement and at the start of JV operation. There was not

much confidence that the partner would contribute significantly to the JV. Therefore,
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the Thai partner felt the need to watch the financial operation of the JV closely. The
Thai partner even proposed to have a Thai manager to keep an eye on the financial
position. There was also no past business relationship between the partners. The
company’s reputation is the main indicator whether one should trust the other or not.
Since the business began and the JV has performed well, the relationship has seemed
to develop very well. This, in turn, led to a higher level of trust between partners.
Referring to the explanation regarding the JV performance of company D in the
proposition 1, both Thai and New Zealand partners are very satisfied with the

performance of JV.

In short, the company D data seems to suggest a positive relationship between trust
and JV performance. In other words, there is a high level of trust between partners

and both of them have achieved a high performance outcome.

8.2.2e Company E

Trust between the British and Belgian has been very high since the start of JV
operation. Both of them share the same opinion and objectives in operating their
business. There were no major negotiations or conflicts between these two foreign
partners. The development of trust seems to be more interesting between the Thai and
the foreign side. The Thai and foreign (British and Belgian) partners entered JV
business together because of the company’s reputation. There was no past
relationship or experience prior to negotiations to form the JV agreement. Trust has
grown since the start of the JV business. However, since then there has been a
conflict due to internal competition between the JV and the Thai parent, as well as an

unmet long-term objective regarding extending the project to other parts of Thailand,
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so that trust between the Thai and foreign partner has diminished. Trust has also
reduced since the Thai partner believes that the foreign partner tends to behave
opportunistically. Referring to the explanation regarding JV performance of company
C in proposition 1, the Thai partner has a high level of satisfaction in the overall JV
performance whilst both foreign partners have a moderate level of satisfaction to the
overall JV performance. The foreign partners are less satisfied with the JV
performance than the Thai partner because they cannot achieve their specific objective

(i.e. market expansion to new locations).

In summary, the results of this case study suggest a positive correlation between trust
and JV performance. In other words, moderate trust between both the Thai and
foreign partners lead the Thai partner to achieve a high level of satisfaction in the
overall JV performance and the foreign partners to achieve a moderate level of

satisfaction in the overall JV performance.

8.2.2f Company F

Trust between partners at the initiation of the JV operation was quite high. Both
partners possess a high reputation in their own countries. That is where trust between
the partners started. Both partners believed in each other’s strength to contribute to
and run the business. The Thai partner trusted that the Australian partner could bring
in management and technical know-how in helping them to operate the business
successfully, particularly in the construction of hotels. The foreign partner trusted that
the Thai partner, who has a strong financial background and local experience, could

assist them to access the Thai market quickly. However, the economic downturn has
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resulted in a downturn throughout most of the property market. As a result, most
construction businesses have collapsed. This, in turn, influences the trust between
partners since both partners now doubt each other’s capability, due to the low
performance of the JV. As a result, trust between partners is shaky. It seems that the
level of trust between partners has developed slowly and is at a moderate level.
However, both partners still believe that the opportunity to make a profit in this
market will return in the near future because of the signal of recent improvement in
the Thai economy. Trust is expected to increase in the near future. Referring to the
explanation regarding the JV performance of company F in proposition 1, both the
Thai and Australian partners have a low level of satisfaction in the overall JV

performance.

To summarise case study F, the level of trust between both partners is moderate, but
the JV performance is low. In other words, the moderate trust between partners is
associated with a low level of JV performance. The significant effect of the economic
downturn in the building construction business could explain and clarify the

divergence of the relationship between trust and JV performance.

8.2.2g Summary of all six case studies’ results

The results of the case studies A, B, C, D, E, and F provided a majority support to the
positive relationship between trust and JV performance. Case study F shows an
opposite result to proposition 2. This negative result derives from the effect of
economic crisis leading to the collapse of the building construction market. Thus,

leading the relationship between trust and performance to be diverted. Consequently,
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the overall finding seems to support the proposition for the relationship between trust

and JV performance.

The remarks of two interviewees of company A confirm that trust is correlated with
successful JV performance (See section 7.7.2). Two comments from interviewees of
company E seem to suggest that trust influences JV performance (See section 6.7.2).
Five interviewees from companies B, C, D and F also describe the positive

relationship which is shown between trust and JV performance (See section 5.9.2)

8.2.3 Proposition 3: The understanding and acceptance of each other’s cultures will

lead JV partners to achieve a successful JV performance.

The analysis on this proposition was carried out case by case. The differences

between cases were adjusted and then the results of all cases were integrated.

8.2.3a Company A

There is a big cultural difference between Asian and Western cultures. The Thai and
Japanese partners seem to share a cultural similarity. There is a wide cultural gulf
between the German partner and the other partners. However, cultural problems or
conflict, particularly between the partners whose cultures have greater differences, can
be lessened and resolved as JV partners try to understand and accept those differences.
It can be seen clearly from this case study that as the experience and relationship
between partners develops, each partner tends to better understand and adapt their

ways of doing business with one another. Three of the partners (Thai, German and
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Japanese Z) have been working with one another for a long period of time and seem
not to experience major conflict. They understand each other’s way of doing business

quite well.

However, one distinct example of conflict arose from Japanese pértner Y. It is the
first time they have done JV business with a German partner. The Japanese partner Y
did not seem to try to understand the ways that German partner operates business,
even though they (Japanese partner Y) respect the German partner’s engineering
capability. It was cultural misunderstanding that made their relationship sour. The
German partner prefers to stick to their way of running business. They prefer €0 use
German engineers, spend the money according to their cultural way, e.g. purchasing
the material without considering the cost but only the quality. The Japanese partner Y
seems not to understand because there were some other options that could have
reduced the cost and still got the job done properly. The cultural problems regarding
the use of Gerrﬂan engineers by the German partner also had a little effect on the
relationship between the Thai and Japanese partner Y. However, this minor conflict
was resolved, since the German partner began to use more Thai engineers at the
construction site. So, the Thai and Japanese partners were happy that they could

reduce the cost.

The cultural differences seem not to have had an impact on business at the operational
level. All partners at this level see each other as employees of the JV, rather than
representing their parent companies. They just take the orders and policies from the

top management level and put them into practice. The Thai and Japanese partners
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prefer informal contact and flexibility in business management whilst the German and
Western employees seem not to understand and demand that the Thai partner uses
formal letters whilst dealing with the client (the Thai government). The German and
Western employees reason that without evidence, or formal letters, if something went

wrong after negotiating with the client, the JV could incur a loss of money.

Negotiation styles between the Thai and Japanese partners are similar. German
negotiating style is quite the opposite. However, although there are cultural
differences in negotiating style between the Asian and Western partners in this JV
company, they seems to have a minor effect on the JV business relationships. This
might be because most of them have been working with each other for a long period

of time, so they know and accept each other’s style.

Referring to the explanation regarding JV performance of company A in proposition
1, all JV partners have a high level of satisfaction with the overall JV performance

with only a little less satisfaction from the Japanese partner Y.

To sum up, the case study data seems to suggest a positive relationship between
cultural understanding and JV performance. In other words, the high cultural
understanding of the Thai partner with other partners yields a high level of satisfaction
in the overall JV performance outcome, judged from the Thai partner’s viewpoint.
The overall moderate cultural understanding of the German partner still leads them to
achieve a high level of satisfaction in the overall performance. The Japanese partner

Y, whose overall cultural understanding with partners is pretty high, achieved a pretty
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high level of satisfaction in the overall JV performance. The Japanese partner Z has
an overall pretty high cultural understanding ‘of their partners and acquired a high

level of satisfaction in the overall JV performance.

8.2.3b Company B

Both partners have very similar cultures. They also have a good understanding of
each other’s culture. Both of them agree that the written contract is just a piece of
paper. It is hardly referred to in their daily business operation. Flexibility, e.g.
management decision-making and JV agreement is more of a concern for both of
them. As a result, they produced a very thin JV agreement. Both partners also share
the same viewpoint in accordance with promotion of staff. They believe that
employees in their organization should be promoted not only for performance but also
seniority. There was only one small problem regarding managing the profit sharing.
The Japanese partner would have preferred to use the JV profit for further investment,
whilst the Thai partner wanted to receive a dividend payment every year. However,

this conflict was resolved quickly without any problem. They both share one major

goal; profit.

Referring to the explanation regarding JV performance of company B in proposition
1, the Thai partner has a high level satisfaction with the overall JV performance. The
Japanese partner is satisfied with the profit which is their major goal. However, they
lost their profit due to the low foreign currency exchange rate when transferring their
profit to the headquarters in Japan. The Japanese partner seems to be disappointed

with this loss due to the collapse in the Thai economy. Therefore, their evaluation of
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the overall performance of the JV company was a bit lower than the Thai partner. The
Japanese partner is not satisfied with the service marketing performed by the Thai
partner. However, it was not their major goal and is unlikely to have a great effect to

their evaluation of overall JV performance.

In short, the research finding suggests that there is a positive correlation between
cultural understanding and JV performance. In other words, both partners share a
high level of cultural understanding and accept each other quite well. The Thai
partner has achieved a high level of satisfaction in the overall JV performance whilst

the Japanese partner has a moderate level of satisfaction to overall JV performance.

8.2.3¢c Company C

Cultural differences between the Thai and Dutch partners are distinct. However, both
of them have a high level of cultural understanding. In this case study, the Thai
partner agreed with the Dutch partner that a good JV agreement must be specified and
must cover all important aspects of business, as far as possible. There was no major
conflict at all regarding ways of operating and negotiating business between partners
since the JV has started its operation. The Thai partner also seems to understand the
negotiating style of the Dutch partner. They don’t mind and can accept any kind of
attitude and style of negotiation by the Dutch partner. Both partners tend to
understand and respect each other’s opinion. Regarding promotion, both partners
seem to agree that when evaluation takes place, they should focus more on

performance and the competency of employees.
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Referring to the explanation regarding the JV performance of company C in
proposition 1, both Thai and foreign partners have a pretty high level of satisfaction in
the overall JV performance. The economic crisis has had no effect on the JV
performance because there are no competitors in the market. There is still a high

demand for using oil storage, even though the need to use them has reduced.

In summary, the research data suggest that cultural understanding is positively related
to JV performance. Both Thai and Dutch partners have a high level of cultural

understanding and achieve a pretty high level of satisfaction to overall JV

performance.

8.2.3d Company D

There are large cultural differences between the Thai and New Zealand partners. The
New Zealand parent recognises this and they have sent a member of staff, who has
been working in Thailand for about 9 years and who understands the Thai culture very
well, to take the position of MD. The problem of cultural difference seems to be at
board level and with the Thai owner. Thai cultural style seems to have a particular
concern about finance. They (the Thai partner) would like to control or watch closely
how the money is managed and used in the JV. However, there was a cultural
misunderstanding at the beginning of the JV formation, as the Thai owner wanted to
manage expenditure. However, the problem was resolved quickly when the Thai
owner negotiated with the management team from New Zealand. It was the Thai
culture that had to look at and judge the foreign partner’s business style and to decide

whether they (the New Zealand partner) had good intentions and good attitude to
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work for the benefit of the JV, rather than trying to take advantage or behave
opportunistically. Since that deal (to form JV agreement) was closed, there seems not
to have been any cultural clash between the partners. The relationship between
partners has improved dramatically. One reason is because the New Zealand MD has
tried to accept and adapt to the Thai culture. Important decision making is usually
decided by the New Zealand MD and financial management is the responsibility of
the Thai manager. Even though the New Zealand partner recognised the importance
of the JV agreement, they have never referred to the agreement. They tend to
understand and recognise the Thai way of doing business, which focusses more on
flexibility rather than to strictly adhering to an agreement. Regarding promotion of
staff, the New Zealand partner prefers to promote employees on the basis of
performance. However, they have never insisted that employees should not be

evaluated on seniority simultaneously.

Referring to tﬁe explanation regarding the JV performance of company D in
proposition 1, both Thai and New Zealand partners have achieved a high level of
satisfaction in the overall JV business performance. The economic crisis (an external
factor) seems to have had a minor effect on JV performance because the JV tried to

open up more markets to many countries in Asia. So, the JV performance is

promising.

Overall, the research finding suggests a positive relationship between cultural

understanding and JV performance. In other words, both partners have a high level of
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cultural understanding and acceptance and have achieved a high level of satisfaction

in the overall JV business performance.

8.2.3e Company E

Cultural differences seem to lead to problems between the Thai and foreign partners
only. There was no problem regarding cultural issues between the British and Belgian
partners. Even though the foreign partner tried to learn and understand the Thai
culture, they seem not to be able to fully accept the way things work in Thailand. It is
a problem of mind-set that affects their (foreign partner) judgement during business
negotiation with the Thai partner. There was another concern about the time spent on
negotiation. The foreign partners prefer to manage time efficiently whilst the Thais
prefer to take more time to consider. This time notion may have a link to the Thai
hierarchical culture that influences the ways Thai people behave and manage their
business. It seems that the foreign partners have tried to adapt to the Thai culture up a
point. They understand that the Thai partner sometimes does not speak up if they

don’t agree with their partner.

The Thai’s fear of losing face is another issue that tends to affect the climate or result
of negotiations. Both the British and Belgian partners understand this effect very
well. However, there is also a limit to acceptance of each other’s cultures. The Thai
partner also understands the foreign partners’ more confrontational ways of
negotiating business which also tend to be inflexible and aggressive. However, the

Thai partner tends to keep an open mind on these differences. They don’t pay much
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attention to the different attitudes and styles of negotiation when negotiating business

with the foreign partners.

The Thai culture of sending a gift to Thai officials seems to be unacceptable in the
foreign partners’ point of view. However, over time, after working with the Thais,
they understand more about this distinct Thai culture of sending gifts. The Thai
partner does not think that operating in this way is wrong, because relationship
building is very important to Thais in operating business. However, the foreign
partner thinks the opposite. Initially, they totally rejected this Thai way of doing
business with the Thai government. They have tended to accept this custom since
they witnessed the result of unimplemented gift custom/etiquette and they have begun
to believe the Thai partner. Later on, they let the Thai partner do this job. The money
spent unnecessarily on gifts seems also to be an issue of concern to the foreign
partners. The Thai partner believes that when doing business, they sometimes need to
sacrifice something in order to achieve the most preferable outcome. It has never
been absorbed into the foreign partner’s logic at all. They seem to have a different
definition of what is right or wrong regarding the morality of doing business.
However, the flexibility and adaptability of foreign partners seem to be appreciated by

the Thai partner.

There was also a cultural problem as regards promotion of staff. The foreign partners
prefer to evaluate and promote staff on the basis of performance only. However, the
Thai partner cannot totally accept this thought since Thai morality and seniority have

dominated the way of assessing staff. The Thai partner considers that even though a
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junior member of staff’s performance is very high, promotion must go along with the
maturity and seniority simultaneously. This cultural difference in the concept of
promotion seems to have little effect on the relationship between partners. The
overall cultural understanding between the Thai and foreign partners seems to be

moderate.

Referring to the explanation regarding JV performance of company D in proposition
1, the Thai partner has a high level of satisfaction in the overall JV performance. Both
British and Belgian partners seem to share a moderate level of satisfaction in the
overall JV performance. All partners achieved their short-term objective; profit. The
reason that the Thai partner’s level of satisfaction in the overall performance is higher
than both foreign partners is because they cannot achieve their specific goal of market
expansion to a new location. The partners have a frosty relationship with the Thai

partner due to a cultural misunderstanding of internal competition between the JV and

the Thai parent.

In summary, the cultural understanding between the Thai and foreign partners was
found to correlate with the JV performance. The Thai partner has a moderate level of
cultural understanding of the foreign partners and achieved a high level of satisfaction
in the overall performance. Both British and Belgian partners had a moderate level of
cultural understanding of the Thai partner and achieved a moderate level of

satisfaction in the overall performance.
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8.2.3f Company F

The large cultural difference between the Thai and Australian partners seems to be
problematic. There is a lack of understanding of each other’s culture and way of
doing business. The Thai business style, with regard to slow decision-making and
negotiating on a personal basis have been neither understood nor accepted by the
Australian partner. The Australians prefer to make a quick decision, negotiating
business based on facts and reasoning. As a result, their relationship has developed
pretty slowly. Referring to the explanation regarding the JV performance of company
D in proposition 1, both Thai and Australian partners have a low level of satisfaction
in the overall JV performance. The main objectives regarding profit and business
growth have not been achieved by either partner. One important reason is that the
economic crisis has resulted in the breakdown of the construction sector (e.g. building
and hotel). There has been little demand. As a result, the JV company is facing a

large amount of debt.

In short, the results of this case study suggest a positive relationship between cultural
understanding and JV performance. In other words, cultural understanding between
both Thai and Australian partners is low and and neither are satisfied with the JV

performance achieved. The economic crisis also has an additional effect on the JV

performance.

89



8.2.3g Summary of all six case studies’ results
The results of the case studies A, B, C, D, E, and F provided unanimous support for a

positive relationship between cultural understanding and JV performance.

The comments of two interviewees of company A also confirm that cultural
understanding and acceptance have a positive relationship with JV performance (See
section 7.7.3). Five observations of interviewees from company E suggest that the
influence of cultural understanding and acceptance has a favourable impact on JV
performance (See section 6.7.3). Three interviewees from companies C, D and F
indicated that a positive relationship between cultural understanding and JV
performance exists (See section 5.9.3). However, two of them suggested that cultural

understanding is not a main factor affecting JV performance.

8.2.4 Proposition 4: When symmetric bargaining power exists, along with mutual
trust and cultural understanding, JV partners tend to cooperate rather than compete

against each other. This in turn will result in a favourable performance (outcome).

To better understand the influence of bargaining power, trust and cultural
understanding on negotiation behaviour, which in turn affects JV performance, each

case study is presented individually. The differences across cases are accommodated

and the results integrated.
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8.2.4a Company A

JV company A has often used compromise as a negotiation tactic. When partners
from different cultures operate business jointly, some conflict of interest or cultural
misunderstanding can easily happen. However, as each partner learns and
understands one another’s way of doing business, they tend to trust more and reduce
the use of competitive behaviour during their business negotiation. It seems to be
impossible to jointly manage business without any problems between partners.
However, those conflicts can be reconciled if partners negotiate on the basis of facts,
reasoning and integrity. In this JV company, as each partner holds an approximately
equal balance in bargaining power, they try to negotiate to protect their own and the
JV benefits. All partners have a target to deliver the completed job to the client. It
seems that they clearly understand this mission and try to compromise where possible.
Even though there was conflict at the start of discussion or negotiation, they normally
compromise at the end of the process, in order to achieve the JV objective and keep

the work going. They will face a huge interest payment if there is a delay in decision

making.

The conflict of expense between the Japanese partner Y and the German partner
seemed to be intense at the beginning of business negbtiation, due to cultural
misunderstanding and low trust. However, as both of them, especially the Japanese
partner Y, recognise that they want to reach a successful objective, parti;:ularly to
make a profit, they agree and compromise with one another. As a result, all partners
seem to be happy with the overall JV performance. Only Japanese partner Y seems to

have an extreme expectation, more than the other partners, as regards the profit they
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would like to achieve. Avoiding tactic is rarely used in this JV because when
conflicts arose, each partner tried to compromise during their negotiation. It was only
used when partners considered that they had no time to discuss the issue, then they
would postpone the discussion or decision-making until the next round. Management
decision conflict seems to exist only at the top management le{rel because most of
management decision making has been decided at this level rather than at the board or
operation level. As the relationships have developed, trust has increased and partners
tend to use more compromising strategy. This can be seen clearly from the case of
conflict between the German and other partners. The German partner did not trust the
other partners early on. They did not believe that the Thai engineers had the ability to
cope with the complexity of the construction and tunnelling work. They prefer to use
German engineers. However, after negotiations took place, it seems that the German
partner trusts the JV partners more and compromises in the use of a higher number of

local engineers. The use of collaborating strategy was found to be moderate.

In this case study, the data show that there is an approximate balance in bargaining

power at both the top management and the Board of Directors level. Overall trust
between all partners is pretty high. Also, the overall cultural understanding of JV
partners is pretty high. Referring to the explanation regarding JV performance of
company A in proposition 1, all JV partners have a high level of satisfaction in the

overall JV performance with only a little less satisfaction from the Japanese partner Y.

Overall, the case study A data seem to support that symmetric bargaining power,

mutual trust and cultural understanding led the JV partners to cooperate (high
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compromising) rather than compete against each other which, in turn, resulted in a
favourable performance (outcome). In other words, bargaining power was
approximately symmetric, overall a good level of trust and pretty high cultural
understanding. All partners regularly use compromising tactics rather than competing
against each other when making a decision. All partners were satisfied with the

overall JV performance.

8.2.4b Company B

There was no major conflict in this JV company. Each partner tends to cooperate with
each other most of time, especially at the top management level. There was little
cultural difference between partners. Both partners seem to understand each other’s
way of operating business. Trust and cultural understanding was very high. Even if
an agreement at management level had to be reached or co-signed by both partners (a
balance of bargaining power), the Japanese partner trusted and respected the Thai
partner and cooperated with the Thai partner most of the time. One reason is because
both partners share a similar objective. As a result, cooperative behaviour is
implemented most of the time at the management level. If some conflict arose, they

tended to implement a compromising strategy.

At the board level, the Thai partner has a little more power to exercise than the
Japanese partner, in case conflicts arose. The Thai partner has one more vote than the
Japanese partner (3 board members from the Japanese partner and four board
members from the Thai partner). However, severe conflict has never happened at

board level. The board members from each side try to cooperate most of the time,
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even though the Thai partner can exercise its power to make a decision. Two minor
conflicts arose at board level. Firstly, the Japanese wanted to retain the company’s
profit for further investment whilst the Thai partner wanted to have a dividend paid.
Secondly, the Thai partner prefers to have the JV company listed in the Thai stock
market but the Japanese partner does not wish to raise money from the stock market.
They do not need it. However, because each partner trusts, respects and understands
each other’s needs, they compromise with each other. Referring to the explanation
regarding JV performance of company B in proposition 1, both partners have a high

level of satisfaction in the overall JV performance.

To sum up, the results of the case study support the proposition that symmetric
bargaining power, mutual trust and cultural understanding favour JV partners to
cooperate (high compromising) rather than compete against one another. This in turn
results in a favourable JV performance. In other words, there was quite an equal
balance in baréaining power. Trust between the Thai and Japanese partner was high.
Both partners have a high level of understanding of each other’s culture. Both
partners often use cooperative behaviour. When there has been a conflict of interest,
compromise has been implemented most of time. The Thai partner achieved a high
level of satisfaction in the overall JV performance whilst the Japanese partner
achieved a moderate level of satisfaction in the overall performance. The reason that
the Japanese partner achieves a lower level of satisfaction than the Thai partner is
because they lost profit when transferring money back to their headquarters due to the

depreciation of the Thai Baht during the economic crisis.
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8.2.4c Company C

There was frequent use of collaborative tactics by both Thai and Dutch partner. No
major conflicts have occurred in this joint venture since the company started .
operations. Both partners try to understand each other’s way of doing business. The
former Dutch MD seems to have had a high degree of understanding and adapted to
the Thai culture quite well. Trust existed from the commencement of the JV
agreement. They had never had past business relationships or experience together
before the negotiation to form this JV agreement took place. However, the Dutch
partner trusted the Thai partner through this company’s reputation. They (the Dutch
partner) believed and trusted that the Thai partner could direct the JV business, after
the JV business had operated for six years. They agreed with the Thai partner that the
MD chair would be transferrd to the Thai side after that period. Trust developed
dramatically over time and is very high. Bargaining power is equal at board (evel.
There are equal voting rights. At the management level, even though the Thai partner
has the authority to make decisions, they never need to exercised it. When there was a
conflict, is was resolved by negotiation at top management level, with some
recommendation from both parent companies. They wusually implement
compromising tactics to resolve problems. If one partner does not agree, avoiding
strategy is implemented instead. However, this strategy is used very rarely. They
rarely argue. Referring to the explanation regarding the JV performance of company

C in proposition 1, both partners have a pretty high level of satisfaction in the overall

JV performance.
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In summary, the case study result supports proposition 4 that symmetric bargaining
power, mutual trust and cultural understanding lead JV partners to cooperate (high
compromising) rather than to compete against one another. This, in turn, favours a
successful JV performance. In other words, bargaining power is symmetric and a
high level of trust and cultural understanding exists between both Thai and Dutch
partners. They often use collaborative tactics. Compromise is often used when there
was a conflict of interest. Avoiding and competing are rarely used. Both partners’

level of satisfaction of the overall performance is pretty high.

8.2.4d Company D

Both the Thai and New Zealand partners tend to collaborate where possible. JV
negotiation between partners seems to exist at board rather than management level.
For day-to-day management decisions, most important decision making has been
made by the New Zealand MD. The Thai partner trusts the New Zealand partner to
operate daily business. There is a high cultural understanding between the Thai and
New Zealand partners. The New Zealand MD has worked in Thailand for about 9
years and understands the Thai culture quite well. There seems not to be a conflict at
the daily business operation level. At the board level, each partner has an equal
voting right. If the number of votes is split equally, the chairman will decide.
However, partners take turns to sit on the chair every other year. Therefore, there is a
balance in relative bargaining power at the board level. Both partners tend to
compromise if there is conflict. Compromising and collaboration are normally used
in this JV company. Competing against one another during business negotiation at

board level has rarely happened in this JV. Both partners have a high level of trust in
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one another. Referring to the explanation regarding JV performance of company D in
proposition 1, both partners have a high level of satisfaction in the overall business

operation and performance.

Overall, the research finding of this case study supports proposition' 4 that symmetric
bargaining power, mutual trust and cultural understanding influence JV partners to
cooperate (high compromising) rather than to compete against one another. This, in
turn, results in a positive JV performance. In other words, there are no big differences
in bargaining power, even though the New Zealand partner seem to have a slightly
higher bargaining power than the Thai partner. Trust and cultural understanding
between partners is high. The negotiation tactics most often used were compromising
and collaborating. Both partners have a high level of satisfaction in the overall JV

performance.

8.2.4e Company E

There was an imbalance in the bargaining power of the Thai and foreign (British and
Belgian) partners. No conflicts arose between the British and Belgian partners in this
case study. They (British and Belgian) tended to act as one team against the Thai
partner. When conflicts of interests arise, both Thai and foreign partners tend to
moderately compete against each other. The levels of trust and cultural understanding
between the Thai and foreign partners is moderate. Trust has developed dramatically
since the beginning of the JV operation. HoWever, because of problems of the
difference in the long-term objectives of the Thai and foreign partners and also due to

internal competition, for the time being, trust is not developing. They (the Thai and
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foreign partners) started battling with one another to achieve their own targets. The
conflict of internal competition (between the JV company and the Thai parent) has
been resolved. However, the arguments about expansion of the business to a new

location is still going on.

Cultural misunderstanding between the Thai and foreign partners was high at the
beginning of the JV business, they often fought against one another. There was some
cultural misunderstanding regarding ‘time notion’. The foreign partners did not
clearly understand the slow decision making process of the Thai partner, in resolving
the internal competition between the JV company and the Thai parent. The foreign
partners keep struggling to resolve this conflict. Cultural understanding seems to
increase over time. They later understood the Thai culture of losing face. As a result,
the foreign partners have used a lot more compromise during business negotiation.
The foreignvpartners have tried to learn and accept Thai culture. Most of the arguing
between the Thai and foreign partners ended with compromise because they
understood that it was the best way to progress business and become successful.
Compromising tactics were often used in this JV, especially at the end of the decision-
making process. At the management level, there seems to be frequent use of
compromising and moderate use of collaborating tactics during business negotiation.
At the board level, competing strategy was used more often because both Thai and
foreign partners try to reach the goals set However, they compromised when making

a final decision for the benefit of the JV. The use of avoiding tactics has been very

rarc.
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Referring to the explanation regarding JV performance of company E in proposition
1, the Thai partner achieved a high level of satisfaction in the overall JV performance.
Both British and Belgian partners achieve a moderate level of satisfaction in the JV

performance.

In summary, the research finding of this case study supports proposition 4 that
symmetric bargaining power, mutual trust and cultural understanding influences JV
partners to cooperate (high compromising) rather than compete against one another,
which, in turn, results in a positive JV performance. In other words, the Thai
partner’s high bargaining power, moderate trust and moderate cultural understanding
of their foreign partners lead them to compete against the foreign partners in the early
stages of negotiation and to compromise in the end. The Thai partner achieved a high
level of satisfaction in the overall performance. Both British and Belgian partners had
moderate bargaining power, trust and cultural understanding of the Thai partner.
They competed at first and then compromised when making decisions. The foreign

partner’s level of satisfaction in the overall performance was moderate.

8.2.4f Company F

The bargaining power of both the Thai and Australian partners is approximately
equal. Trust between both partners develops at a moderate level. Its progress was
slow because both partners had less confidence in each other due to the low JV
performance. One important reason for the low performance arose from the economic
crisis in Thailand. Because of high cultural misunderstanding and low adaptation to

the each other’s negotiating styles, they seem to have implemented both competing
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and compromising strategies more or less equally at the negotiation table. Referring
to the explanation regarding JV performance of company E in proposition 1, both
partners achieved a low level of satisfaction in the overall JV business performance.
There was also a major impact from the economic crisis on the performance of the JV.

Demand from customers was low in the building construction market.

To sum up, the case study data seem to support proposition 4 that symmetric
bargaining power, mutual trust and cultural understanding influences JV partners to
cooperate (high compromising) rather than to compete against one another. This, in
turn, results in a positive JV performance. In other words, the bargaining power of
both partners was approximately balanced. Trust between partners was moderate.
There was a low cultural understanding and acceptance. So, both partners often
implemented both compromising and competing strategies. They both had a low level

of satisfaction in the overall JV performance.

8.2.4g Summary of all six case studies’ results

The results of the case studies A, B, C, D, E, and F provide unanimous support to
proposition 4 that when there is symmetric bargaining power, mutual trust and
cultural understanding, JV partners tend to cooperate rather than to compete with each

other. This, in turn, will result in a favourable JV performance (outcome).

The observation of two interviewees of company A also confirms the influence of
bargaining power on negotiation behaviour/tactic (See section 7.5.1). And two

interviewees of this company commented on the impact of trust on negotiation
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behaviour. (See section 7.5.2). Two interviewees of company A also observed how
culture affects negotiation strategy (See section 7.5.3). Two interviewees of company
E talk about the influence of bargaining power, trust and culture on negotiation

behaviour in their JV company (See section 6.5.1, 6.5.2, and 6.5.3).

8.3 Self-reference criterion (SRC) - free approach: Cultural analysis

Lee (1966) terms the unconscious reference to one’s own cultural values as self-
reference criterion. Self-reference criterion can be explained as follows: whenever
people are faced with unique situations, their own values are the measure for their
understanding and response to the circumstances (Jain, 1996). When a foreign firm
enters joint venture with a local firm, they need to try to understand each other’s
cultural background and behaviour. Each partner’s culture is deeply imbued with its
own values so that what is seen as normal and commonly done by one partner may
appear inappropriate and intolerant by another partner. Lee (1966) noted that western
“managerial behaviour must be altered if it is dysfunctional enough to seriously
disturb the value orientations of those on whom the success of the overseas company
depends.” To address the problem of this stumbling block in cultural adaptation in
relation to the tendency toward SRC, Lee (1966) proposes a systematic four-step

analytical approach for checking the influence of SRC in business adaptation:

First step: define the business problem or goal in terms of the cultural traits, habits

and norms of the home country.

Second step: define the business problems or goal in terms of the foreign cultural

traits, habits or norms.
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Third step: isolate the SRC influence in the problem and examine it carefully to see

how it complicates the problem.

Fourth step: redefine the problem without the SRC influence and solve for the

optimum business goal situation or the foreign market situation.

Where cultural differences or misunderstanding between JV partners’ perspectives can
been seen, precaution can be taken in order to reduce the consequent managérial
problems arising from these misunderstandings. Lee’s four analytical approaches can
be used to influence the SRC in business adaptation. Examples of some situations

where the case studies in this research indicate application of Lee’s cultural analysis

will be discussed below.

In the case study of JV company E, the foreign partners would like to promote a
young Thai engineer to a more responsible position as they normally promote
employees on the basis of performance in the Western world. The Thai partner seems
to disagree. For Thais, to promote someone to a high position, they will consider not
only performance but also the seniority of the employee. The employees who have
worked for the company for a longer time and have not been promoted, may feel
disappointed and later resign because they might feel they have lost face. The
subordinates who see their boss stuck in his career and bypassed by less experienced
employees may feel insecure and have less motivation to work progressively. So, the
cultural misunderstanding between the Thai and foreign partners seems to trigger the

conflict. Both Thai and foreign partners should try to understand and adapt to each

102



other’s cultural way of thinking. One of the ways to solve this conflict is that the
foreign partner should wait for a few more years and gradually promote this Thai
engineer to a higher position. Also, during negotiation, the foreign partners should try
to be less outspoken when they disagree with the Thai partner. The Thai partner’s

concern is not only with business matters but also with relationships.

After the foreign and Thai partners had been working together for a few years, they
seemed to adapt to one another and now they have fewer conflicts arising from
cultural clash or misunderstanding. To get the job done quickly and smoothly with
the Thai government, Thais traditionally send gifts to Government officials. This was
not accepted by the foreign partners because this kind of business activity is not
encouraged in Western countries and the foreign partners also feel that the company
should not pay for this type of expenditure - buying gifts. Over time, the foreign
partners have watched and learned, they then understood that it would be a lot faster
to follow this Thai tradition of sending gifts. They have accepted and allowed the

Thai side to do this job. So, there was no more conflict over this cultural issue.

To be able to address and eliminate cultural misunderstanding, the New Zealand
partner of company D carefully chose a good potential Thai partner using market
research. Later on, the New Zealand partner visited the Thai partner and invited him
to join the JV project. Both partners agreed to appoint a GM from the New Zealand
side, who had lived in Thailand for about 9 Sfears and who understood Thai culture
well, so that he could manage the company according to local custom and try to

compromise whenever there were conflicts between the Thai and New Zealand
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parents. Both partners recognized the differences in their ways of thinking, mainly
due to differences in culture. For example, the western partner always expects a
straight answer from the Thai partner. However, the answer “Yes” from the Thai
partner could mean “No”. It would be difficult for the New Zealand partner to
understand the Thai partner if they stick to their own cultural valueé. There was also a
problem in controlling the finance of the JV company at the beginning of JV
operation. According to Chinese-Thai family business cultural way of thinking, they
must have a friend or family member to keep an eye on the company finance. A
problem also arose in negotiations to establish JV business with the Thai partner
because the Chinese-Thai owner of the Thai parent company did not trust any
representatives he did not know or had never met. The deal was closed later when he
had the chance to meet the New Zealand partner himself and decide whether or not he
liked the New Zealand MD. As a result, the New Zealand parent normally listens to
this JV GM and allows him to negotiate on its behalf with the Thai partner when there

is cultural conflict occurs during the JV operation.

In case study of JV company B, the Japanese partner does not seem to understand the
Thai subordinates who hardly express idea or opinion to their superiors. There was a
cultural difference between the Thai and Japanese, as regards the decision-making
system. The Japanese prefer their employees/subordinates to express opinions
through the bottom-up process. Thai employees, especially at low level, will feel
insecure to express their idea to the boss for fear that their idea would displease or
embarrass the boss and make him lose face if the idea was later found to be more

effective. Losing face could even lead the boss to try to annoy or fire them
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(subordinates) eventually. In addition, subordinates may feel that they can be more
easily replaced and have little recourse if they are fired. In the Thais employees’
thought, expression of opinion can be very dysfunctional. The Japanese partner felt
disappointed in the performance of the marketing service of Thai employees because
they dare not try to discuss the marketing problem with the boss or their superiors.
One of solutions to this problem is to train and educate subordinate in understanding
the cultural value of the expression and sharing of opinion which may help them solve
their marketing and sales problems and consequently assist them to achieve higher
performance. This could be reinforced by arranging an outdoor activity, e.g. a party
for superiors and subordinate to meet each other and to built up more friendly

relationships.

8.4 An overview of the data coding and coding scheme
Likert scale

...Strongly Disagree

1..

2.....Disagree
3.....Neutral
4.....Agree
5.....Strongly Agree

Number of responses: 22

The following examples show the results of all responses to the questionnaire from 6
JV companies. The subjects include bargaining power of partners, cultural difference

between partners, trust between partners and performance of JV.
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Bargaining power

* We tend to have more power than our partner in forming important decision-making

strategy.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 5 13 3 1
responder
Mean: 3
* We have a strong and major influence in JV negotiation over our partner.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 1 5 14 1 1
responder
Mean: 2.82
* We were the most powerful firm during the 1JV negotiations.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of | 8 12 1 0
responder
Mean: 2.59
* We feel we always win at the bargaining table.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 1 3 14 4 0
responder
Mean: 2.95
Overall mean: 2.84
The overall mean of bargaining power shows that the bargaining power of partners

seems to be nearly equal.




Cultural difference

* There are culturally significant differences between us and our partner.

Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 2 4 12 4
responder
Mean: 3.82
The cultural differences between partners seem to be pretty high.
Trust
* We trust our partner to operate JV business responsibly.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 | 5 13 3
responder
Mean: 3.82
* We believe that our partner does their best in JV business operations.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 | 6 11 4
responder
Mean: 3.82

* We need to watch everything our partner does.

Due to the negative meaning of this question, the score must be inversed and the

results are shown as follows.
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Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 4 7 9 2
responder
Mean: 3.41
* We help our partner in whatever ways they ask.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 2 4 12 3
responder
Mean: 3.59
* We have a high degree of trust with our partners.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 0 6 12 6
responder
Mean: 4.36
* The promises of our partner are reliable.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 0 4 14 5
responder
Mean: 4.23

Overall mean: 3.87

The overall mean shows that trust between partners seems to be pretty high.
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Performance

*We perceive that the joint venture’s financial performance is satisfactory.

Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 2 7 10 . 5
responder
Mean: 4.09
* We are satisfied with the overall JV business performance.
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 4 3 11 5
responder
Mean: 3.91

* We would perform better without our partner.

Due to the negative meaning of this question, the score must be inversed and the

results are shown as follows.

Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 0 12 5 5
responder
Mean: 3.68
* Our partner performs well in the areas they are responsible for
Strongly Disagree Neutral Agree Strongly
Disagree Agree
No. of 0 2 5 11 4
responder
Mean: 3.77

Overall mean: 3.86
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The overall mean shows that the performance of JV, as perceived by the JV partners,

is pretty high.

8.5 Conclusion to chapters 4-8

The present study uses qualitative case studies as a research' strategy. It was
considered to be the most appropriate strategy to use for research on JV in the service
industry in Thailand because the population is small; little qualitative research on JV
has been done in Thailand; the response rate in the past has been very low; and the
variables (i.e. bargaining power, trust, culture, negotiation behaviour and
performance) used in the present study are difficult to measure quantitatively. Use of
qualitative case study could also enrich and clarify previous research on JV
negotiation in greater detail and capture the complexity of the concept better than the
use of statistical based analysis. To reduce risk of an invalid and premature
conclusion, six cases were chosen for this research. The data collection methods in
this study take the form of questionnaire and in-depth interviews with MD, GM,
president, senior managers, JV project manager and key members of staff of JV firms
and JV parent firm. A pilot study was conducted on four of the JV service firms (i.e.
shipping, construction, office rental and retailing business) in order to refine data
collection plans and to correct weaknesses in the initial protocol. Then, six JV service
firms from the construction, construction & engineering, leasing, gas distribution,
exporting and oil storage were selected on the basis of their agreements to participate
in this research study. Eisenhardt (1989) commented that the theory is difficult to
generate where the study looks at fewer than four cases and that the volume of data is

difficult to handle where the study looks at more than ten cases. Face-to-face open-
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ended interviews with 22 senior executive officers were carried out in this study.
Interview questions cover the general background (i.e. the issues of negotiation, JV
strategic objectives, JV problems, JV agreement) and specific issues on bargaining
power, trust, culture, negotiation behaviour and JV performance. The use of tape
recording was implemented where possible, along with note-takiﬁg. Open and axial
coding techniques were used to analyse the verbal data in this study because it
enriches the notion of qualities and essential characteristics and renders more meaning
than do numbers (Miles and Huberman, 1994). Hussey and Hussey (1997) refer to
open coding as “the process of identifying, analysing and categorising the raw data”
and axial coding as a more extended process of connecting categories and sub-
categories together with the intention of revealing links and relationships. Two case
analysis techniques (i.e. pattern matching logic and explanation building) were used in
the present study. The data display techniques (e.g. matrix and table) were used so
that a valid conclusion could easily be drawn. Four aggregate case studies of JV firms
B, C, D and F in leasing and hire purchase, storage of oil and chemical, exporting and
construction and engineering services are presented in chapter 5. Each individual case
study of firm A and E in construction and gas distribution services was presented
separately in chapters 6 and 7. All the partner firms have one common objective, i.e.
profit. Two common reasons for almost all foreign partner firms establishing JV with
Thais are “Thai government connection” and “market access”. Whilst almost all of
the Thai partner firms wanted to receive know-how from their foreign partners. The
bargaining power of partners in firm A, B, C, D, and F seems to be equally balanced,
only firm E, in which the Thai partner has more bargaining power than the foreign

partners, is not equally balanced. Trust between the Thai and foreign partners of firms
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A, B, C and D is high. Whilst moderate trust between the Thai and foreign partners
exists in firms E and F. Cultural differences between the Thai and Western partners
seem to be high whilst the Thai and Japanese partners seem to have small cultural
differences. Big differences in culture do not lead to less cultural understanding
between JV partners. The level of cultural understanding tends to be related to the

extent of intention to learn about the other culture and the JV business experience of

the partners.

Compromising and collaborating between partnering firms seems to be pretty high.
Avoiding tactic is not often used. Competing strategy was used by some partners
during early negotiations, followed by compromising strategy used towards the end of
negotiations.  Overall, the use of competing tactic seems to be moderate.
Accommodating behaviour between partnering firms was rarely found in this study.
Performance outcome perceived by most of the Thai partners would appear to be quite
high, except in firm F, in which both the Thai and foreign partners achieve a low
performance. Generally, foreign partners of firms A, C and D achieved a high

performance. Performance of firm B and E is moderate.

The following are the four propositions listed in section 3.9.

Proposition 1: JV performance is positively related to symmetric bargaining power.

Proposition 2: JV performance is positively related to trust.
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Proposition 3: The understanding and acceptance of each other’s cultures will lead

JV partners to achieve a successful JV performance.

Proposition 4: When symmetric bargaining power exists, along with mutual trust and
cultural understanding, JV partners tend to cooperate rather than compete against

each other. This in turn will result in a favourable performance (outcome).

These propositions were developed from the JV theory outlined in chapter 2 and the
theories of bargaining power, trust, culture, negotiation behaviour and performance

outcome, as discussed in chapter 3 and further examined and discussed in chapter 8.

The results of case studies A, B, C, D and E all provide support to the positive
relationship between bargaining power and JV performance. However, the opposite
result was found in case study F. It seems that this negative result was considerably
influenced by external factors, i.e. the economic crisis, rather than the impact of
bargaining power on JV performance alone. Overall, the findings of the case studies
seem to support the relationship between symmetric bargaining power and the JV

performance of proposition 1.

The results of case studies A, B, C, D and E provide a majority support to the positive
relationship between trust and JV performance. The opposite result was found in case
study F. This negative result derives from the effect of economic crisis leading to the
collapse of the building construction market in Thailand. Thus, leading the

relationship between trust and performance to be diverted. Accordingly, the overall
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finding seems to support the proposition 2 regarding the relationship between trust

and JV performance.

The result of the case studies A, B, C, D, E and F provide unanimous support for a
positive relationship between cultural understanding and JV perforrﬁance as suggested
in proposition 3. The results of the case studies A, B, C, D, E and F also provide
unanimous support to proposition 4 that when symmetric bargaining power exists,
along with mutual trust and cultural understanding, JV partners tend to cooperate
rather than compete against each other. This in turn will result in a favourable

performance (outcome).

8.5.1 A revised conceptual model

A revised conceptual model on negotiation is shown in figure 8-1 as follows.

Figure 8-1

A revised conceptual model

Antecedents
JRelatlve Bargaining Negotiation Behaviour, Outcomes
Power
- Alternative choice - Collaborative - Performance
- Strategic importance - Competitive N * Satisfaction
- Resource contribution > - Compromising - Over all JV business
. Avoidiﬁg * Objectives achievement
* JV business
Trust relationships
- Past experience
- Reputation
National Culture
- Individualism/Collectivism
- Power distance
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The results of interviews with senior executive officers show that Hofstede’s (1994)
cultural dimensions of uncertainty avoidance and masculinity/femininity are not
relevant to reflect the national culture of JV partners as regards the effect on
negotiation behaviour and outcomes. In addition, accommodating tactics were not
used by any partners of any of the JV firms in the present six case étudies. As aresult
the model has been revised and adapted to the actual situation and the results of the

case studies which can be seen in figure 8-1 above.
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Chapter 9
Research Contributions, Limitations, and Directions for Future

Research

This last chapter is divided into four sections: research contributions, limitation of the
study, directions for future research and conclusion of this study includes a

comparison of the results of this research with the literature review.

9.1 Research contributions

First of all, most of the literature on joint ventures in developing countries has been
from the perspective of foreign partners, ignoring the strategic imperatives and goals
of the host country partners. Although, a small amount of literature has described
joint venture business negotiation, there has never been a study into Thai and foreign
joint venture business negotiation. Therefore, the present study of IJV business
negotiation on the issues of bargaining power, negotiation behaviour, culture, trust
and' negotiation outcomes would make a positive academic contribution to
understanding of business issues. This study contributes academically towards a
better understanding of how joint venture business and negotiation have been carried
out in Thailand and eventually lead them to be able to compare and contrast this
study’s results with past studies. Additionally, this study could also benefit both Thai
and foreign investors, who want to operate JV business in Thailand, to better
understand the most frequent JV problems or conflicts so that they can have a clearer
picture of what they should do or implement (e.g. conflict resolution strategy) to ease

those problems. The findings of the six case studies could be generalized across all
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JV companies in service industry since almost all case studies support all four
propositions. Case study F shows the opposite result only for propositons 1 and 2.
However, it is considered that an external force (i.e. economics crisis) has diverted the

achievement of the JV firm’s performance.

To achieve highly successful business performance, JV firms should recognize that
the relative bargaining power between JV partners should be balanced; partners
should have high levels of trust and cultural understanding with the other partners; JV
partners should try to cooperate with one another and to reduce conflict during their
JV negotiation. Resource contribution to the JV seems to be more important than
context based factors, such as alternative choice and stake, and may lead to a shift in
the bargaining power of each partner. Context based factors are more likely to be
considered as significant factors to indicate the bargaining power of JV partners at the
JV formation stage. Past experience and firm’s reputation lead firms to trust each

other and enter JV with one another after a shorter period of negotiation time.

The benefits are also useful to foreign investors who want to do business in Thailand,
China, Hong Kong and Singapore where lifestyle and most major businesses are

similarly dominated by Confucian philosophy.

This study also places an emphasis on providing an integrated approach to past
research and will serve as a springboard for launching future research. This study
focuses on particular service industries (e.g. leasing and construction firms) in

Thailand and is contained within the confines of joint venture and negotiation theory.
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The empirical results of this study strongly support the conceptual model that the
relationships between dependent, mediate and independent variables, mentioned
above, exist. The results of the study could complement and clarify the conflict of
past studies. They could also extend existing knowledge and experience of how to
improve the success of JV outcomes. Negotiators will inevitably continue to face
problems of mistrust, and cultural clash, which naturally leads them to perform and
evaluate the behaviour of their counterparts according to the dictates of their own
cultural premises and value yardsticks. This study will provide some explanation for
this behaviour. This in turn may help firms to reduce time spent on the negotiation

process and to enhance a successful JV performance.

This research offers a more comprehensive understanding of joint venture business. It
does this by studying the perspectives of both the Thai and the foreign partners
whereas many past studies have investigated only from one perspective (normally that
of the foreign parent). This study also provides a more complex and rich
understanding of JV by examining JV companies with not only two partners but also
three and four partners so that the similarities and differences could be clearly exposed

and the validity of past research could be strengthened.

9.2 Limitations of the study
The first limitation is that this study focuses mainly on JV companies in the service

sector. The results of studies into JV companies in manufacturing industries could

clarify and compliment the result of this research, as well as past studies.

118



Secondly, the study examines JVs between companies from Thailand. A developing
country, with companies from developed countries. However, the possibility of
generalizing the findings must be considered carefully (Lin and Germain, 1998). 1JVs
in developed countries are normally more stable than those in developing countries
and also the managers from developing countries tend to be mofe dissatisfied than

those from developed countries (Beamish, 1985).

Thirdly, the interviews, conducted in this study, focused mainly on the JV top
managers representing each JV partner. A rich understanding and contrasting results
may have emerged if the shareholders and some Board members were included in the

study.

Fourthly, this study examined IJV but ignored domestic JV. The identification of
similarities and differences across domestic and international joint ventures would
provide a rich understanding and enhance the validity of the results of relationships

between the variables depicted in the conceptual model of this study.

Fifthly, there is a possibility of potential biases affecting the results of this research,
due to limitations in accordance with availability and accessibility to a number of
interviewees from each case. For example, interviews with Boards members were
rare. It should also be noted that some top managers of the JV companies also sit as
members of the Board of Directors. The shareholders of the parent companies were
not interviewed in this research. In addition, it was difficult to access companies of

the same type of JV business within the service sector to include in the study. The
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major reasons that JV companies were reluctant to participate in the study are because
of the concern about confidentiality, an obligation not to participate in research study;
the pressure of work, time constraints, the length of the questionnaire and interview

questions; busy at work; going abroad; and too much demand for research.

Finally, this study is limited to the study of equity JV only. The identification of
similarities and differences between equity and non-equity JV could give a better

understanding of the relationship between variables in this study.

9.3 Directions for future research

Studies should be conducted further within the manufacturing industries so that
similarities and differences across these two sectors can be identified. Also, study
into domestic JVs should be carried out, in order that past studies’ results could be

compared and contrasted.

Longitudinal studies for a stronger inference of the effects of bargaining power, trust
and culture on negotiation behaviour and JV performance appears to be required.
Such a study would allow the examination of the evolution of bargaining power, trust
and cultural understanding in JVs. It could also increase understanding of  the
possible interaction effects between these variables, and also between them and

negotiation behaviour, as well as JV performance.

In future research, attention should be paid to investigating the relationships between

bargaining power, trust, culture and negotiation behaviour on performance, using
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powerful statistical techniques (e.g. structural equation modeling or triangulation) and
then to compare and contrast them with the results of past studies. If the results are
consistent, it can enhance understanding and give strong support to the relationships

of variables in the conceptual model of this study.

This research needs further development in terms of the core competency, particularly
how knowledge and the management structure of the parent firm can influence
successful JV performance. The role of individual differences (regarding culture)
affecting negotiation behaviour and JV performance could provide another interesting
area of future research. Also, more development of theory is needed to integrate

additional variables influencing negotiation behaviour and JV performance.

Although this research includes one failed IJV for examination of the relationship
between variables, the result of this JV failure seems to derive from an external factor
e.g. Thai economic crisis rather than the influence of internal factors (e.g. bargaining
power, trust, and culture). Therefore, further examination should include 1JVs which
have failed due to the effect of internal factors, so that the validity of this research,

and past studies, could be contrasted and enhanced.

The dynamic aspects of the relationship between the context variables (bargaining
power, trust, and culture) in an IJV company could also affect, deviate or chr;mge the
results of negotiation behaviour and JV performance. For example, as one partner
provides a lower resource contribution, the bargaining power of the other partner

seems to increase. However, if trust between partners is too low, the shift in
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bargaining power may not be offset by trust. Accordingly, the findings on the
relationship between independent and dependent variables may be different. Future
research should look into this further.

Future research should investigate the feedback effect between dependent variables,
mediate variable and independent variable. For example, this reseérch found that IJV
performance had a feedback effect on the level of trust between partners of company F
since the business failed in the end. For this reason, the reciprocal effects between

these variables would be worthy of further examination.

9.4 Conclusion included a comparison of research’s results with the literature

This study investigated the impact of bargaining power, trust and culture on
negotiation behaviour and outcome (performance), using case studies as a research
strategy. Six JV companies, in the service sector, were used to establish external
validity. The results of these case studies support the relationship depicted in the

conceptual model, shown in Figure 4-1.

The results of case studies A, B, C, D, and E provide a majority support to the positive
relationship between bargaining power and JV performance. Case study F shows an
opposite result to proposition 1, due to the effect of external factors - economic crisis
in Thailand. The finding of proposition 1 appear to be supported by Fagre and Wells
(1982), Schelling (1956), and Rojot (1991) who found that the (performance) outcome
of negotiations between multinational comfaanies, local companies and the host
government in developing the JV is influenced by the bargaining power of negotiating

parties. In contrast, research conducted by Lin and Germain (1998) with general
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managers and division managers involving U.S.-Chinese 1JVs in China appears to
contradict the result of case studies A, B, C, D and E. They found that the overall
relationship between relative bargaining power and performance is not significant.

The results of the case studies A, B, C, D, and E support the positive relationship
between trust and JV performance. However, case study F shows an opposite result to
proposition 2. This opposite result was influenced by the economic crisis that led to a
collapse in the building construction market. Overall, the case studies findings seem
to support the relationships between trust and JV performance. The result of a
previous study by Hebert (1994) on both domestic and international JV shows a
positive correlation between trust and JV performance. This finding appears to be
consistent with proposition 2 of the present study. In contrast, Butler (1999) found
that outcome inefficiency (cost) increased as trust increased — this is the opposite of

what the author would have expected.

The results of the case studies A, B, C, D, E, and F provided unanimous support to
proposition 3; a positive relationship between cultural understanding and JV
performance. The finding of Tung (1982) seems to support proposition 3. She found
that the attitude of Americans towards their Chinese partners has a significant impact
on the (performance) outcome of negotiation. Similar findings by Lin and Germain
(1998) also seem to support proposition 3. They found that cultural similarity was
directly related to IJV satisfaction. Killing (1983) found that cultural dissimilarities
had an impact on the success of JV. Killing'(1983) and Lewis (1990) also suggest

that severe conflicts between JV partners tend to result in misunderstanding which in

turn lead to deteriorating JV performance.
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The results of the case studies A, B, C, D, E, and F provided unanimous support to
proposition 4 that when symmetric bargaining power exists, along with mutual trust
and cultural understanding, JV partners tend to cooperate rather than compete against
each other. This in turn will result in a favourable performance (outcome). The
finding of Lin (1996) appears to support the relationship between trust and
cooperative behaviour. He found that problem-solving is positively related to trust.
However, the result of Lin (1996) on the correlation between problem-solving and
relative power appears to be contradictory to the result of the present study. He found
that problem-solving is inversely related to relative power. The finding of Line
(1996) seems to support the present study’s result on the relationship between cultural
understanding and negotiation tactics. He found that national culture can be an
important indictor of negotiation behaviour. The results of study by Olson and
Singsuwan (1997) shows support to a relationship between negotiation behaviour and
performance. They then claim that more successful (performance) outcomes were
expected to be characterized by higher levels of constructive negotiation
tactics/behaviour. Additionally, Ding (1997) found that conflict between partners was
consistently correlated to JV performance. The results of study into the electronic
industry of Alper et al. (2000) using structural equation analysis supports proposition
4 that a cooperative instead of competitive approach to conflict leads to conflict
efficacy which in turn results in effective performance as measured by managers.
According to Friedmann and Beguin (1971), open problem-solving and compromising
strategies enable partners resolve conflict situations which, in turn lead to successful

JV operation. Campbell et al. (1988) suggest a problem-solving behaviour e.g.
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cooperative strategy, tends to lead JV partners to achieve successful (performance)

outcomes.

Overall, the empirical evidence suggests a positive impact between each variable, i.e.
bargaining power, trust and cultural understanding on JV perfonﬁance. The effect of
these variables is both direct and indirect. Symmetric bargaining power, high trust,
and high cultural understanding between partners tend to lead JV partners to achieve a
highly successful JV performance. The results of the case studies also indicated that
bargaining power divided equally between JV partners is likely to lead JV firms to
achieve a high overall JV performance. JV partners tend often to use a compromising
strategy more than competing or battling against each other, when making a final
strategic decision. Where the power was balanced, trust and cultural understanding
were high and partners seem to be cooperative (high compromising and
collaborating). Competing tactics were sometimes used at the commencement of
business negotiation, especially when the level of trust and cultural understanding
between partners was moderate or low. An imbalance in bargaining power also led
JV partners to use competing tactics more often than where the bargaining power is
balanced. It appears that when JV partners regularly engage in cooperative
interactions (compromising and/or collaborating), a higher level of satisfaction in the
overall JV performance is achieved, than when the competing strategy was
implemented. Generally speaking, all Thai partners of every case except company F
had a high level of satisfaction in the overali performance. The foreign partners of
companies A, C, and D generally had a high level of satisfaction in the overall JV

performance. The Japanese partner of company B and the British and Belgian
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partners of company E were satisfied at a moderate level in the overall JV
performance. However, the Australian partner of company F was not satisfied wit.h
the overall JV performance. All partners seem to be satisfied with the achievement of
their main short-term objectives - profit - apart from Japanese partner Y of company
A and both Thai and Australian partners of company F. A signiﬁcant long-term
objective of the foreign partners of company E has not yet been achieved. The long-
term objective (experience) of company A has been partially achieved. The long-term
objectives (business growth) of companies B, C and D has been achieved at a high
level. However, company F did not achieve its long-term objective - business growth.
In addition, the empirical evidence of case study F suggests that there is a feedback

relationship between trust and performance in this conceptual model.
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Appendix A
Questionnaire and Interview Protocol

(English version)
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This questionnaire survey and interview protocol are divided into three parts. Please
answer all questions in parts I and II and return to the Thailand address which is found
on the last page of this paper. Please feel free to answer or comment on any of the
questions. All answers and information obtained will be goarenieed  sinct
confidentiality.

Throughout the questionnaire and interview questions, “JV” refers to “joint venture”
and “IJV” is used to represent “international joint venture”. Additionally, “you” refers
to your parent firm. Finally, I have referred to “partner” throughout the questionnaire.
I recognise that there could be more than 2 partners in a joint venture company. If this
is the case, please read partners in each question and answer accordingly.

PART I

General Information Regarding Joint Venture Negotiation

Section 1.
1. Joint venture company name
Parent company name (a)

(b)

(c)
Nationality of Parent company (a)
(b)
(c)

Nationality of Managing Director
Major products/services of parent company
(a) Parent 1
(b) Parent 2
(c) Parent 3

2. Person responsible for completing the questionnaire and/or interview
Name

Position

Contact telephone No.

How long have you worked at this JV firm? (years)

How many years of international business experience did you have prior to
joining this JV firm? (years)
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Did you personally participate in the initial ITV negotiation?
(Please tick (V') the appropriate box)

Q Yes O No
If “yes”, please identify the partner you represented
Q Thai  Foreign

3. How long did the parent company have a business relationship with the partner

before entering joint venture negotiation? (e.g. 0,1,2,....years) (years)
4. Number of employees
Thai employees:
Foreign employees:
5. Total capital investment
(a) Start-up joint venture
Total: (Million Baht)
(b) Now
Total: (Million Baht)
6. Percentage of ownership
At founding: Now: :
(a) Thai: (%) (a) Thai: %)
(b) Total foreign: (%) (b) Total foreign: (%)
of each foreign shareholder of each foreign share holder
Nationality (%) Nationality (%)
1. 1.
2. 2.
3. 3.
7. Total assets
(a) At founding: (Million Baht)
(b) Now: (Million Baht)
8. Revenues
(a) First year JV: (Million Baht)
(b) Recent year JV: (Million Baht)
9. When did the IJV negotiation begin? = Month Year
10. When was the JV contract officially signed? ~Month Year
11. How long was the term of the JV contract? (a) Original: (years)
(b) Renewal: (years)
12. Major services/products of JV firm
(a) Start-up JV:
(b) Now:
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13. How did the partners first make contact each other? (e.g. direct contact, via The
Thai government, via broker [specify] others [specify])

14. What type of relationship did the partners have before the IJV negotiation took
place? (e.g. no relationship, buyer-seller relationship, technology licensing
agreement, marketing agreement, R&D partnership, Others [specify])

15. Market target of JV service firm (domestic, abroad, or a combination)

16. Indicate the composition of the JV board of directors
(a) At founding: No. nominated by: Foreign partner Thai partner
(b) Now: No. nominated by: Foreign partner Thai partner

17. Indicate the nomination of the JV general manager (president or director)
(Please tick (V) the appropriate box)
(a) At founding: nominated by: [ Foreign partner [ Thai partner
(b) Now: nominated by: [ Foreign partner [ Thai partner

18. How long is the term of office for the general manager? (years)

19. Indicate the number of deputy general managers (vice presidents or associate

directors)
(a) At founding: No. nominated by: Foreign partner Thai partner
(b) Now: No. nominated by: Foreign partner Thai partner

20. Indicate the number of departmental managers
(a) At founding: No. nominated by: Foreign partner Thai partner
(b) Now: No. nominated by: Foreign partner Thai partner

21. Indicate the number of expatriate managers working within the IJV firm?
(a) At founding: Total (b) Now: Total
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Section 2.
Please circle the number that best describes the fact or your point of view.

1. Consider options other than IJV (e.g. licensing, wholly-owned subsidiaries,
greenfield investments) that would allow each partner to achieve its strategic
objectives and goals currently pursued in IJV.

Notatall To some extent To a great extent
(a) To what extent did the foreign partner 1 2 3 4 5

consider options other than JV at the
JV formation?

(b) To what extent does it continue to 1 2 3 4 5
consider these options now?
(c) To what extent did the Thai partner 1 2 3 4 5

consider such options at
the JV formation?

(d) To what extent does it continue to 1 2 3 4 5
consider them now?

2. How was the competition among JV firms with others as well as with the parents?

Not Somewhat Very
intense intense - intense

With other firms

(a) Start-up JV: 1 2 3 4 5

(b) Now: 1 2 3 4 5
With the parents

(a) Start-up JV: 1 2 3 4 5

(b) Now: 1 2 3 4 5

3. Consider the strategic importance of establishing the JV to each parent’s overall
business portfolio.

Not Somewhat Very
important important  important
(a) How important was it to the foreign parent 1 2 3 4 5
at its founding?
(b) How important is it to the foreign parent now? 1 2 3 4 5
(c) How important was it to Thai parent at its 1 2 3 4 5
founding?
(d) How important is it to Thai parent now? 1 2 3 4 5

4. To what extent did you have an authority to manage JV business operations?

Not at all To some extent To a great extent
(a) Start-up JV: 1 2 3 4 5
(b) Now: 1 2 3 4 5
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5. To what extent did your partner have an authority to manage JV business
operations?

Not at all To some extent To a great extent
(a) Start-up JV: | 2 3 4 5
(b) Now: 1 2 3 4 5

6. Regarding the decision-making power exercised by the JV managers, how powerful
is the general manager in comparison with the deputy manager nominated by the
opposite partner?

Much Equally Much
less powerful powerful more powerful
(a) Start-up JV: 1 2 3 4 5
(b) Now: 1 2 3 4 5

7. How often do disagreements occur between the foreign and Thai
managers during the decision-making process?

Never Frequent All the time
1 2 3 4 5
8. To what extent are such disagreements successfully resolved?
Not at all To some extent To a great extent
1 2 3 4 5
9. How much bargaining power do you have compared to your partner?
(a) Start-up JV:
Your firm Your partner
Less powerful Equally powerful Very powerful Less powerful Equally powerful Very powerful
1 2 3 4 5 1 2 3 4 5
(b) Now:
Your firm Your partner
Less powerful Equally powerful Very powerful Less powerful Equally powerful Very powerful
1 2 3 4 5 1 2 3 4 5

10. What is the extent of your dependence on your partner in operating the joint
venture business?

Not at all To some extent To a great extent
(a) At founding: 1 2 3 4 5
(b) Now: 1 2 3 4 5

11. How well did you understand the cultural traits and management system of your
partner? '

Not at all To some extent To a great extent
(a) At founding: 1 2 3 4 S
(b) Now: 1 2 3 4 5
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12. To what extent did you allow your partner some flexibility to renegotiate a
contractual term?

Not at all To some extent To a great extent
(a) Start-up JV: | 2 3 4 5
(b) Recent day: 1 2 3 4 5

13. To what extent were you different from your partner regarding negotiation
behaviour and style?

Not at all To some extent To a great extent
(a) At founding: 1 2 3 4 5
(b) Now: 1 2 3 4 5
14. To what extent did you trust your partner?
Not at all To some extent To a great extent
(a) Start-up JV : 1 2 3 4 5
(b) Now: 1 2 3 4 5

15. To what extent do you think your partner learned to understand the way you
negotiate business?

Not at all To some extent To a great extent
(a) First year JV: 1 2 3 4 ' 5
(b) Now: 1 2 3 4 5

16. To what extent do you think the cultural differences in negotiation behaviour and
style have influenced the success or failure of negotiation outcomes?

Not at all To some extent To a great extent
(a) At founding: 1 2 3 4 5
(b) Now: 1 2 3 4 5
17. To what extent do you think your partner should follow a contractual
agreement?
Not at all To some extent To a great extent
(a) Start-up JV: 1 2 3 4 5
(b) Now: 1 2 3 4 5
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PART 11

Section 1.

1. How important was possession of each of the following factors in leading you or
your partner to influence the outcome of the negotiations?
(Circle one per item, or Circle NA if unsure or not applicable)

Your firm Your partner
Not Somewhat  Very Not Somewhat  Very
Important important important  important important important

Management expertise ......... 1 2 3 4 5 NA 1 2 3 4 5 NA
Technology & know-how .....1 2 3 4 5 NA 1 2 3 4 5 NA
Learning and expetience ....... 1 2 3 4 5 NA 1 2 3 4 5 NA
Reputation ..........ccoeevveen.e. {1 2 3 4 5 NA 1 2 3 4 5 NA
Local knowledge ................ 1 2 3 4 5 NA 1 2 3 4 5 NA
TINOVAHON 1SThnQues .......... 1 2 3 4 5 NA 1 2 3 4 5 NA
Leadership .......ccocevveennnnnn. 1 2 3 4 5 NA 1 2 3 4 5 NA
Information ...........ccoceeeein.. 1 2 3 4 5 NA 1 2 3 4 5 NA
Percentage of ownership ....... 1 2 3 4 5 NA 1 2 3 4 S5 NA
TIUSE e eeeeeeeeeeeeeeeeneannnns 1 2 3 4 5 NA 1 2 3 4 § NA
Marketing skill .................. 1 2 3 4 5 NA 1 2 3 4 5 NA
Commitment ..................... 1 2 3 4 5 NA 1 2 3 4 5 NA
Financial resources .............. 1 2 3 4 5 NA 1 2 3 4 5 NA
R&D (Research and Development).] 2 3 4 5 NA 1 2 3 4 5 NA
Global service suppott .......... 1 2 3 4 5 NA 1 2 3 4 5 NA
Alternative choices of

establishing IIV ................... 1 2 3 4 5 NA 1 2 3 4 5 NA
Access distribution channels...1 2 3 4 5 NA 1 2 3 4 5 NA
Facilitate rapid marketentry....1 2 3 4 5 NA 1 2 3 4 5 NA
Patents, licenses, trademarks...1 2 3 4 S5 NA 1 2 3 4 5 NA
Network power & connection......1 2 3 4 5 NA 1 2 3 4 5 NA
Openness .......coeeveerervneannnnen 1 2 3 4 5 NA 1 2 3 4 5 NA
LOYAIY eveeeeereeereeee e 1 2 3 4 5 NA 1 2 3 4 5 NA
Time pressure ..........ccccvouvunenn.. 1 2 3 4 5 NA 1 2 3 4 5 NA

2. Could you please choose and rank the five most important items listed above (or
add new items) in terms of influencing the outcome of the IJV negotiations?
(1: the most important, 2: the second most important, ... 5. the fifth most important)

At founding: 1 2.
3. 4,
5.

Now: 1 2.
3 4.
5
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Section 2.

Subject definition: “We”, “us” in the following statements refer to your company.

“ Partner” means the “partner company or companies establishing
JV with you”.

Please rate the extent to which you agree or disagree with the following statements.

(Please circle ONE answer for each statement)
l....... Strongly Disagree 4....... Agree

2.0i.. Disagree S Strongly Agree
3o Neutral

Strongly Disagree Neutral Agree Strongly
Disagree Agree

1. We recognize the importance of understanding
the partner’s culture before entering JV negotiation. ...1 2 3 4 5
2. We adapt and compromise where it is possible to

maintain a positive JV relationship over time. ........... 1 2 3 4 5
3. We realize that Thai managers perceive and behave

like their expatriate managers. ............ccccvvuenennnnnn. 1 2 3 4 5
4. We believe the negotiation style of the Thai official

is similar to that of the foreign partner. ................... 1 2 3 4 5
5. We get to know our partner before entering JV

NEEOLIAtIOTL. L \uiin ittt i iier e eaeeenenenens 1 2 3 4 5
6. We like to socialise with our partner in order to

know them better. ...........ccovvviiiiiiiiiiiiii e 1 2 3 4 5

7. We want to build up a general understanding
of the experience and life of our partner

sometimes during JV negotiation. .......................... 1 2 3 4 5
8. We always listen to our partner’s ideas. .................... 1 2 3 4 5
9. We are willing to dedicate whatever resources we
can to make our JV bUSIness a SUCCESS. ...vvuvnrennennnn. 1 2 3 4 5
10. We tend to be patient with our partner during
the negotiation Process. .......oeevviereieenenernennnnnns. 1 2 3 4 5
11. We intend to maintain a good relationship with
our partner throughout the joint business venture. ...... 1 2 3 4 5

12. Our main concern in establishing JV business with
a local Thai company is to provide entry to local
business experience as well as to facilitate dealings
with the Thai government. ...............cccoevivinnnn.n.. 1 2 3 4 5
(Please leave this question if you are Thai partner)
13. We make every effort to understand our
partner’s perception of business and

his modus operandi. .............cocoeiiiiiiiiiin 1 2 3 4 5
14. We are satisfied in our personal relationships
With OUr partner. .........c.ooeeiiiiiniiiieeeeenene, 1 2 3 4 5
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15. We are satisfied in our overall relationship

with our partner. ...........ccoeviveiininiiiinininneennnne, 1
16. We feel our partner negotiates and behaves
differently from us. .......coooiiiiiiiiiiiiiiiii 1

17. We do not mind if negotiations take a longer
period and a greater number of meetings

with our partner. .........ccoveiiivininiiiiiiiiiiieen, 1
18. There are culturally significant differences between

us and OUr Partner. ......oeuerinenenireneieneneninininenenns 1
19. We plan to terminate joint venture business

because of insurmountable cultural differences. .........1
20. Our partner always does things we do not like. .......... 1

21. Cultural dissimilarities were not the obstacle
for us and our partner to enter a joint venture

business agreement. ...........coeeieiiiiiiiiiiieiieiea. 1
22. We believe that trust between partners can
enhance an effective outcome of JV negotiation. ........ 1

23. We trust our partner more as we learn and
understand more about their culture over time

and throughout our joint business venture. ............... 1
24. We trust our partner to operate JV business

responsibly. ... 1
25. We believe that our partner does their best in

JV business Operations. ..........coeeeivivreniiieninnininns 1
26. We need to watch everything our partner does. .......... 1
27. We help our partner in whatever ways they ask. ......... 1
28. We are a company that stands by our word. .............. 1
29. We have a high degree of trust with our partner. ......... 1
30. The Promises of our partner are reliable. .................. 1
31. We find that power over our partner grows as we

learn more about doing business with them. ............. 1
32. We tend to have more power than our partner

in forming important decision-making strategy. ......... 1
33. We have a greater number of board directors

than our partner. .........cooevviiiiiiiiiiiiiinieiieieans |
34. We often disagree with the strategic changes

proposed by Our partner. ..........coiviieiiiiininneinene, 1
35. We have received a high degree of cooperation

with our partner. ...........coooeiviiiiiiiiinieiiiina. 1
36. We have a strong and major influence in

JV negotiation over our partner. ............oeveeeinnnennne 1
37. We are dependent on our partner. ..........oeeveeevninennnn 1
38. We were the most powerful firm during

the IJV negotiations. ..........ocvveerniiniiniiiiiienennnnnnn 1

NS I\
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39. Most important decisions made have been shared
fairly between us and our partner as a result of

compromise respect, and trust for each other. ............ 1
40. We influence a great deal of control over
daily actiVities. ...co.eveinirniniiniiniiiiiiiiiii e, 1
41. Our partner generally overrules our joint venture
agreement and recommendations. ..............c.ceneennn 1
42. We feel we always win at the bargaining table. ........... 1
43. We transfer much of our knowledge and
' technology to the IJV firm. ........cccvvvrniiiirernnennnnn. 1
44, We have a long experience of
international Operations. ..........cvcevuiinineinenniinennne. 1
45. We receive a better negotiation outcome when
our partner knows that we trust them. ..................... 1

46. We obtained an improved negotiation outcome
when we shared and compromised more with

10 il o: 148515 S 1
47. We are satisfied with the overall JV negotiation

OULCOIME. «eeneeeneennentrenteeeanetneaneaneeneeneraeraranans 1
48. We believe our partner thinks the overall

JV negotiation outcome is satisfactory. ................... 1

49. By discussing our disagreements at the negotiation
stage, we can achieve an effective negotiation

OULCOMIE. «.nneeciniiiiiiii i erte it cinaeens 1
50. We perceive the joint venture’s financial

performance is satisfactory. ...............coceoveieininn, 1
51. We are satisfied with the overall

JV business performance. ..........cccevevriniiiniiiinennnnn 1
52. We believe our partner thinks the JV performs well. .....1
53. We would perform better without our partner. ............ 1
54. Our partner performs well in the areas

they are responsible for. .............cooiiii 1
55. We should not have established this JV at all. ............ 1

N
S

] (S )
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PART III

Interview Protocol For The Case Study Research

1. Could you please tell me about your personal experience and your involvement
with the joint venture firm in Thailand?
(a) What was your involvement in the joint venture negotiations?
(b) What was your involvement in the joint venture management?

2. Would you describe the business strategy of your company in relation to your
partner company?

(a) What are the strategic objectives your company expected the JV firm to
accomplish at the time of JV formation? (i.e. profitability, market share, cost
reduction, technology, sales, management skill, export for foreign exchange,
growth and business expansion, credibility and reputation, learning how to do
business with foreigner, and so on)

(b) How important were each of the strategic objectives specified at the time of JV
formation and now?

(c) To what extent have each of these strategic objectives been achieved?

(d) Did you have a time schedule in terms of when these objectives should be
achieved?

(e) Have any changes taken place in your company’s strategy and strategic goals
in relation to your partner since the JV agreement was reached? (If so, have
these modified strategy and strategic goals been achieved?

(f) What were the strategic objectives and goals you think your partner wanted to
achieve as a result of establishing JV?

(2) To what extent do you think your partner has achieved his objectives and
goals?

3. Could you give your reasons for choosing to enter joint business venture with your
current partner based on their relative importance? (e.g. reduce time, strengthen
competitiveness, cost reduction, access to marketing skill, facilitate rapid market
entry, obtain expertise, taxation, spread/reduce risk, obtain know-how and
technology, patents, licenses, or trademarks, connection, transfer pricing, foreign
exchange balance, market access, reputation, obtain scarce resource...€tc.)

4. Please provide me with a brief history of how the JV agreement was reached and

also how the negotiation proceeded?

(a) Who between your company and your partner initiated the idea of entering JV
business?

(b) Foreign partner: Were any of your competitors negotiating joint venture
business with Thai firms?
Thai partner: Were any of your competitors negotiating joint venture
business with foreign firms in Thailand?

(c) Foreign partner: Did your company have any experience of doing business
with Thai firms before the JV firm was created?
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(d) Did your company experience any international joint ventures before this one
was created? If so, when did your company first participate in IJV?
and with what nationality?

(€) Foreign partner: To what extent did your company have a choice of
establishing JV business with different Thai firms?
Thai partner: To what extent did your company have a choice of establishing
JV business with different foreign firms in Thailand?

(f) Did your company have any concerns about negotiation with regards to
differences in culture and style?

5. Could you outline the joint venture contract and related agreements which the firm
reached as a result of JV negotiation?
(a) How was ownership structure decided?
(b) Was the duration of JV the firms planned prior to JV termination? If so, how
long?
(c) How often and on what issues did you always renegotiate the joint business
venture with your partner?

6. Could you specify both tangible and intangible resources you and your partner
contributed to this JV business at the time of joint venture formation and now?
(e.g. management expertise, technology & know-how, financial resources,
research and development, patents, licenses, trademarks, technical personnel, non-
technical personnel, marketing service, distribution channels/networks,

information & knowledge management)

(a) What percentage of the above resources is contributed by your firm and your
partner firm respectively? Does the JV agreement specify how much resource
is contributed by each partner?

7. Could you please let me know the problems and difficulties you face during the
joint venture negotiation process with regards to the culture and style of
negotiation?

(a) Could you describe the cultural similarity and dissimilarity you face when
negotiating with your partner?

(b) Could you let me know the negotiation style and bahaviour of your partner?
Please tell me, what negotiation behaviour and style you like and do not like at
the formation of joint venture? Could you describe any changes in your
partner’s negotiating style? How do you feel about these changes? Did you
expect any change in your partner’s negotiating style and behaviour and if so,
what sort of change?

(c) Did you expect your partner to have or adapt to the same negotiating style as
you? Please describe, Why?

(d) Could you describe your experience in general when you negotiate with your
partner? Could you describe the attitude of you and your partner during the
negotiation process (e.g. harmony/confrontation)? Which strategies did you
often implement on negotiation with your partner (e.g. win-win, take-give,
Zero sum, cooperative/competitive)?
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(¢) Could you describe the most important issues at initial negotiation stage (e.g.
business matters only, relationship building....etc.)? What about now?

(f) What issues do you normally discuss at the negotiating table (e.g. generic
principles and broad terms/rigid and specific details)? Could you please let
me know the level of agreement and disagreement with those issues when they
are discussed at the negotiating table?

(2) Could you describe the duration of negotiating business with your partner at
the formation of joint venture compared with a recent negotiating deal?

(h) Could you describe your relationship with your partner at the formation of the
joint venture and now?

(i) If you have previous experience of JV business with other firms, could you tell
us your experience of negotiation with those firms compared with this JV
firm?

(j) What is your perception of establishing a JV with a partner whose culture is
closer and more similar, compared with a culture which is very different?

(k) What was your perception of the strength of terms of the contractual
agreement (a piece of paper, allow flexibility, legal force,...etc.)?

8. What do you believe to be the level of satisfaction with regards to the overall JV
negotiation outcomes?

(@) In your opinion, was your partner satisfied with the negotiation outcomes?

(b) What have been the outcomes of negotiation which you have obtained in
general.

(c) What negotiation outcomes do you expect but have not so far received from
this JV business?

(d) How do you feel about the outcome of negotiation when you take power in
negotiations with your partner (positive, negative, no difference)?

() How was the outcome of negotiation when your partner knew you were
trustworthy?

(f) Have there been any changes in the direction of negotiation outcomes as you
and your partner have learned more about each other’s negotiating and
management styles?

(g) How was the negotiation outcome as your bargaining power shifted towards
your partner?

9. Could you describe the level of trust between you and your partner in doing
business together when the JV was created? How is it now?

(a) Could you describe how you trust your partner? (e.g. reputation, past business

experience, loyalty)

(b) If there are some changes in the level of trust above, what factors do you think
are the major influences to these changes? (e.g. increases in learning curve
and experience, reduction in bargaining power)

(c) Who do you trust when negotiation take place (individual, organisation,

a combination) and Why?
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10. Could you describe how the joint venture business is managed at the board of
directors level? How is management responsibility for the joint venture divided
between Thai and foreign parents?

(a) What are the mechanisms through which the parents are involved in the
decision-making process of JV business?

(b) What role does the board of directors play in making strateglcally important
decisions for JV business?

(c) How does the board of directors make decisions? (consensus or the rule of
majority)?

(d) How often does the board of directors meet?

(e) How is the management responsibility divided between the expatriate and the
local managers?

(f) How do you differentiate the roles played by each parent with regards to the
amount of authority or power they have in managing the joint venture firm

over time?
(g) Who pays the expatriate managers during their work in Thailand?

11. Could you please describe the organisational and management structure of your
JV firm (e.g. flat/tall; centralise/decentralise/a combination; top-down/bottom-up
style; formal/informal)? How similar was the JV’s management structure to that
of your firm at the formation of the JV? How similar is it now?

(a) Could you talk about the relationships and interaction between managers and
subordinates both vertically and horizontally?
(b) Please describe the relationships between you and your partner at personal level

and firm level?
(c) How did you recruit staff (e.g. level of education, school ties & geographical,

reputation, school & university, ability,.....etc.)?
(d) Please tell me, how did you promote your employees (seniority, connections
relatives/common hometown, performance....etc.)?

12. Could you please describe your assessment of the JV performance (e.g.
level of sales, profitability, market share, service marketing, research and
development, technology of service, costs, growth, learning)?
(a) Are you satisfied with this performance?
(b) Are you satisfied with the overall JV performance?

Thank you very much for your participation

I would greatly appreciate your completion of this questionnaire and interview.

Please mail the completed Parts I and II of the quéstionnaire to the interviewer at the
Thailand address below.
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If you would like to receive a copy of the results and conclusion of this research,
please write “a copy of research results” together with your name and address on a
separate envelope or write to me later. I will send you a copy right away !!

Jiraphan Skuna

Ph.D. candidate

City University Business School

Strategy and International Business

Frobisher Crescent, Barbican Centre

London, EC2Y 8HB

England

Tel: + 44 171-4778760

Home (Tel&Fax): + 44 181-8711310

E-mail: j.skuna@city.ac.uk
jskuna@hotmail.com

Prior to and around the time the interview takes place, could you please contact me at
the following Thailand address:

1598 Soi Jarunsnitwong 57, Bangkok, 10700

Tel: (02) 4248124, 4352130

Fax: (02) 4352128

Mobile: (01) 4919888

143



Appendix B
Questionnaire and Interview Protocol

(Thai version)

144






CITY

@ University
BUSINESS SCHOOL

HUVTOVO INUAZ A0 INTUN 1HOS
GRLERT

g A v v v
ﬂsﬂ!ﬂﬂ'ﬂ1!‘59\1ﬂ]i!ﬂiﬂ]ﬂﬂiﬂQsjunuﬁg‘i‘n‘lﬂﬂig!‘nﬂ

o o ‘:’ T o/ 3 . H J

uuumeuamazf i wdumueii ldgnuiseenidlumuniade venrwnguminmsuynqdnulwizdennils
ﬂ’ T l:’ L 4 o 3 1 J A
uazaesasluunuasunwiiuas devuasunuiingy ligdumuamuieflulszmeInodaldsey 13nmh
) y

gate verin A Tusaneumaiuden uazsimsinseledimnele tisannimagmnsuuazdeyasianar
AW Yo « < wy o
flasunmiwszgrinuiilluanudugaven

° o e 2 . . 4
uwyreunmuazfaidumysiil “Jv- Fadewen “Joint Venture” HINBAS “n133aumu” uag “UV” Fald
(fhudageves “Intemational Joint Venture” HAanmmineh1 “nssauyuseninsema dau “You” %3e “rn

E 4
WulirnmnounuuSEnuiveviu

v
w Y A

=
HIvdanNtHiud

9 P-4 ar o ar ' ' '
mayawugmm'lﬂmmn'uﬂ1smsmm)mqswnuiwawﬂszmﬁ

T
TIHNHIN

1. ¥austins

Foustnug m
")
()

dgyAveLI¥NUI (Nationality of Parent company)
(n)
(v)
()
fig¥1AveanssuN1548AM3 (Managing Director)

fFumuazmIeusmsuanvosuSunul

(M uSunui 1

) 153N 2

ORI LT ]

346



CITY

University
BUSINESS SCHOOL

2. Yoyaiinanudaeunuuaeuauuesmie I dun el

4
¥9

AMAUS

-V

wes Insdninane

Q)

1 4
szoznaiianu luuiinsamuil

' 9 ot o o as 4" 1 ) o o [ ° - 3
nauﬂummmzmnﬂuumwu °nmmvnﬂszﬁumsmmmnumsm‘qsmszmwﬂszlmm

uanil

€)

] Yt 9 v a ] * t . e .} [}
mu'lﬂumuswmm“luwauusmswmmsnasnas’annuszmnﬂszmﬁ (1JV negotiation) %38 13)

o A 1] { J o 1
Mlsaviunsoomng o avluvesdinasumfmnevvesying

] R W Yifiaausau
flidausau uiludunusmesndesesvesthela
O famulnve O FEamudiena

os

3. Apunthiinziimsd s sivesessauyu uSEnusl (parent firm) Tnnuduiuimegsiviuusingdsumu

(partner firm) yuftuszozaiiil a)
4, 1NN

winaulne: ()
WHNNUATIA; (A)
5. nmﬂwztﬁuu'ﬁwm

() VRSB UAUTUMSFINVINNU (V)

@mum)

@) Tyt

6. daduvesnisionu Aadhuiesay)
deduada
(n) ng (%)

(¥) A199A lAasau (%)

TaoAauoniShuudaz gl

fyma (%)

L wN

7. AUNTNI32U (Total assets)

] [3 ¥
(M 1iipI3uNBA: @mm)

() flogiiu; @)

8. $1uu310'1A (Revenues)  (n) Uusnveenissaumu

@)

flogiiu:
M ne

(V) A19NA laosau

(%)
(%)
- ’ - o ‘,
TavAauoniluurazmanatl

dyna (%)

@)

() Uahgavesmssiumu

@um)

147



University
BUSINESS SCHOOL

-~ S 9 4
9. M519391A3093 N UsTHT15ZNA (UV negotiation) Fudutiteln

U i

| 1 A' J ]
10. myasuwenadiumemsudayennisswnu OV contract) ;Suiuiiieln

hou 1

1. dygmssiunuiisseznainumia

() Guusndayg: @
(v) donSeud ludgygn: a

12. msldusmsviendadudindnvesuiansaugu

J Q' o -~
(N) WBLTHANUUMIS:

(v) Hogiiu:

13. MaAnABsENIgT s Auednls (Fu Andeiulaunss, Aaderiuiginalne, A Tusnines [Tusa

zyyfe], fuq [Tlsassy))

14. fumuiienudiiui fuludnualadeunnansnidesessumuseninlszma (UV negotiation) 32iiin
4; 1 1% o ' a o e o Y . . o o
sudu TufSnMundeuay, Sanudiiuifuuvugdeduiv [buyer-seller relationship], inovidaya
aygalina Tulad ftechnology licensing agreement], ingvhdaygIAumsaain, s auiuItouazian

magshe, duq [Tilsaszy)

15. amathwinvvesuamsaumulugsiwims Quiszine, malsems, waw)

16. Tﬂsassuﬁ'ﬂdammﬂmznssun1sﬁﬂ%’nm'lun§ﬁm'annu (the JV board of directors)
A A v & . < ' & 9 ' a 9
(M) isiGunon: S1uUNgNuAIATTRY: {5 NUANTIA gsaunuliny
@ogiu:  SuiigudeieTan: faumusiend gsaumuing
17. é’%ﬂmsﬁa‘lﬂ (general manager [or president/director]) 1uu§ﬁws'mum‘f'lﬁ%’vmmdaﬁ"amnmihu‘ln
(saviunsoanuig o adlusondimaoumihdeivnuden)
) ieBunen: guawalas: 1 e D famulne
@ fegtu:  grudedelae: O famuiend O samuing
18. g,’f%?ﬂmsﬁn‘hl‘luu?ﬁ'm'wuufﬂﬁw1msv‘ham‘lun‘s‘ﬁnﬁﬂ (@) 61))
19. Tﬂiﬂizfqﬁm’mﬂa\limﬁﬁ'ﬂmiﬁ'ﬂﬂ (deputy general manager [or vice president/associate director])
) e urom: 11‘1u'm'?'|gﬂu¢iwffﬂﬂu: Aiumuanma fsaumuing
. ’
@iy dnudignudedlae: §5amuaand giaumuing
20. Tulsaszay$1uveafSAnIsuNUN (departmental managers)
() deiurem: dnuaufignussdalan: diaumudena diamuing
(v) ogiiu: 'ﬁmw’v’;gnuﬁqgﬂﬁu: AInmuAenA giaumuing
21. TibsAszySmiuvead5ANsA19YIA (expatriate managers) ﬁanun‘luu?ﬁ’m’mnud

» [] kd
(M) HIBISUNBAY: (")

() Hoguinu: (ny)

148



CITY

University
BUSINESS SCHOOL

;oA
qIUNTON

a 4 g9 a d a & a ) Y
IﬂiﬂlﬁﬂﬂTﬂUﬂ'ﬁ?Qﬂalliﬂll"n'wlﬂ““]f\ﬂ‘ﬂ510ﬁglﬂﬂﬁﬂﬂl"u?5Q“§ﬂﬂ']1uﬂﬂ1’ﬂ\1‘n’lu1ﬂﬂﬂq¢]

< % - r J J o A * 4 o
1. Tlsafinssamaiendug wenmilenniEmssaumuseninlsamg (UV) Feezih s mmuudasihods
’ ¥y ¥
sunsoussqihminunsnagnsedidnatuiisuiiums lumssamussnihalszmatunsedl idmui
avu wslueygmlszneuns flicensingl, 1 Wduiunsmuuafiosdifivs wholly-owned subsidiaries],
4 13
MMIamuAIRMINNNIasuAUR IR I04 [greenficld investments])
Liimadendulame  Imadenthe  fimadsnsdiann
() e uAuNMSIINUET U
#1N¥1A (foreign partner) Iimaldion
4
suqdnumlouiivela 1 2 3 4 5
1 ] -t - a4
@) giumusnannaimudensun
b4
flusdiels huilogiudl 1 2 3 4 5
4 a v ' -
(R) LIBGUAUNITINNU §3 MU
: 4
%1218 (Thai partner) imadandug
Snnnilouiivala 1 2 3 4 5

LAl o -l A
€)) gsmnumﬂmumqmﬂneuq

s ls iyl 1 2 3 4 5
2. manefumegsivsenheSSns amuilfundindun uasfusinusithiedilsthe
higuuse  deoudnequuse guusann

ﬁuu?ﬁ'w%iuq

) iloidusuiiums: 1 2 3 4 5

(v) oqriu: 1 2 3 4 5

fuuFgnul

M dieuduiiung: 1 2 3 4 5

() Hlogiu: 1 2 3 4 5

< o o R 1 gn [} - o v
3. safinsandsnnudiAgnienagns (strategic importance) ysamsneAsAIMsTINUUBILTENIIUADE
y - a o a 4 2 a4 0 a
the ienfFeudivudugsiedunmusiiunazeholl
liddy deudnading difgann
- 1 a:’ﬁi o 1 4 A v -~ o/ [}
(n) gsnvsmuilinnudiganndesiivaladeuiunui
(1 (] y
¥1IA19Y1A (foreign parent) LIBITUNOAY 1 2 3 4 5
y .
@) anuddgaeuSinuirndenaduedielsthaluiloyiuil 1 2 3 4 5
() anudigaeuSEnuire'Ing (Thai parent) Husdielstha

A 4 4 &
LHiasunNeAg 1 2 3 4 5

149



CITY

University
BUSINESS SCHOOL

«) fmuﬁﬁqwaaﬁs)mss'auv;uviau‘s‘ﬁ'mui%u"lwmﬂuafin'lsffw

1ui‘]m;ﬁuf': 1 2 3 4 5
4. vustEnnndhdi (authority) TumsSansAniinaugsNeIauyu (JV business operations) wntleuiuala
Tithay fithe fhiluediann
Q) o uduiiums: 1 2 3 4 5
(v) Tlogiiu: 1 2 3 4 5
5. framuusahuiisnnemhiilumsiansduiuaugsissanpanatesiivea
hifiau fitha fifluetann
(n) e uAniiums: 1 2 3 4 5
(v) Tlogiin: 1 2 3 4 5

v y 3
6. fiamsnalal (general manager) TunSEnsaumuiiiiss lunisdaiulunmisufiosla denfSsudioudy

o O'I A o/ . : d ~ ¥
soagiamsa i 1asumsudsdeningswmusnihe

fisadenunn 9 mamanu 919981910
) dleduduiiums: 1 2 3 4 5
(v) flagiinu: 1 2 3 4 5
7. $o7inm (disagreements) 323194 3ANs Inofugdanisaralszing (foreign managen)ifintutiovns el
Linofady (Raduisonde iAntunasanm '
1 2 3 4 5

8, definming1e ii"lﬁ'gnuﬁ"lm'lﬂmnﬁmuﬁua“lmléﬁ
Nifmsudluay  Gnsudluthafissuedan  Imsudlvllinnuds
1 2 3 4 5
o, muanuAAiuve i visnrimiisnnelumsdessamgsisunieaiiivsla nfSoufieutuuSingsau
1)U (partner firm) 8n¢he
) dieuduiiums:
v yidngdiamu
fisnmedoninn  Héwwweqdu Hdwmann  Hdwndemnn  fismimeadu Hdnnenn
1 2 3 4 s 1 2 3 4 s
(v) Jogriu:
Vit visndimu
fdmmdoninn  Déwnoweqiu Hdwnawn  Hdwwdeoinn Hdweneqiu dwewnn
1 2 3 4 s 1 2 3 4 s
10, inufinnuiudiufiszdes18sumsasiuayu (dependence on) Tumsduidufensondsaumunnieudios
1n
Nigenwsudu  Taawduduthe fianwsuiluediann
Q)] dosurens: 1 2 3 4 5
(v) Yogiiu: 1 2 3 4 5




= CITY

University
BUSINESS SCHOOL

] =] L o o a a o wa 9 ¢ 9/ o
11. Muifinndh v ludnvasmsudmsgsiwazsssudivanl§iaculture) vaedsrumuinmisuiiols

T lnae Whletha wWhlufluedann
D) o uneds: 1 2 3 4 5
(v) Hogquiu: 1 2 3 4 5

12. i@ Wansreulsu (allow flexibility) fugsumuinneudivela Tunisvensedesewd ludedyg

(contractual terms) NagsA vl

Tsiveuan gauihe vaudiuedaun
() tBISuANITHMS: 1 2 3 4 5
v i 4
() igi3a9il: 1 2 3 4 5

13, Mudinnuuand1enef Mg Anssu (behaviour) Uaz3T (style) MItesnIdesoININgTaugshnniley

ieala
Tiuandeduas  uendwdwie uandsiuiiuediann
(0) eurieds: 1 2 3 4 5
(v) Pogaiu: 1 2 3 4 5
14, voufimde 1y nals (rusy Tudsaumueesinunndeudivda
i3 leae Wlethe Mladlusirann
() iifeSuduiiums: 1 2 3 4 5
(v) Hloytiu: 1 2 3 4 5
15, iufrngsamuianuiazidleluiimsiesndesesgsisvesinunnieniiosla
lidhlsiae ihlethe wWhluduediann
(M Yusnusanissaumu: 1 2 3 4 5
(v) floqiiu: 1 2 3 4 5

16 MuRrIAILLANA AU TUAUNGANS I (behaviour) uazgaluuL (style) veamIesBsetsziinade

o o - 44 )
ﬂ11ﬂﬁ1liﬁﬂiﬂﬂ’31ﬂ5ﬂlﬂﬁ’lu1ﬂLlﬂﬂmtJ\ﬂﬂ

Tufinatag finathe finadiusdiann
1) [ i 4
(n) BivsuNBAY: 1 2 3 4 5
(v) flegliu: 1 2 3 4 5
v o v Y » Py -~ s a d ] o
17. i e svimnas vl fiidandggideanas (contractual agreements) AuResniuuds
Y -
nnsaivlla
Tisuiudenlfiidmmas aonlfifendhs assdfiAeuniiuediann
() diniSuAnilums: 1 2 3 4 5
(v) Poyiiu: 1 2 3 4 5

181



CITY

University
BUSINESS SCHOOL
v Y A
Hivanaed
Lo
TIUNHHI

o o o/ § ' i i\ g J
1. lsavendsszavmnudAguesiulsivinazmisdsmuiinudiszydhearsil dslddewansznudena

SWEUBINISINTIINY

J J A o { 1J ¥ ’
(Isannauniiemasyudenilesiems; nieiden N4 s summeviiviu Tuunilense 1v1419)

vidnveariv vismuesddanmu

hifimwddy  seuthaddy didgn  hifliwdidy  deudnaddiy  didgun

AN TANTT ... 1 2 3 4 5 NA 1 2 3 4 5

(Management expertise)

wmaTuTaduazanuianudnog ......... 1 2 3 4 5 NA 1 2 3 4 5
(Technology & know-how)
msiFouduazdszaunmsel .................. 1 2 3 4 5 NA 1 2 3 4 5

(Learning and experience)

BOUU v eeeeeeeeeseeeeeeeeiaen 1 2 3 4 5 NA 1 2 3 4 5

(Reputation)

AUAMERODU .o, 1 2 3 4 5 NA1 2 3 4 5
(Local knowledge)

anuRaadeassamanaiinluig ... 1 2 3 4 5 NA 1 2 3 4 5
(Innovation technique)

AU e 1 2 3 4 5 NA1 2 3 4 5
(Leadership)

FOYANIITIT .o 1 2 3 4 5 NA 1 2 3 4 5
(Information)

Fadmvosnnuiiud1weq o.oveeeee 1 2 3 4 5 NA 1 2 3 4 5
(Percentage of ownership)

PR L D 1 2 3 4 5 NA1 2 3 4 5
(Trust)

RAUZAIUAITARIA v 1 2 3 4 5 NA 1 2 3 4 5
(Marketing skill)

FUUTYT o evrreeereereeeeeererseere e 1 2 3 4°S NA1 2 3 4 5
(Commitment)

NIWOINTATURITIIU oo 1 2 3 4 5 NA I 2 3 4 5
(Financial resources)

NA
NA
NA
NA
NA
NA
NA
NA
NA
NA
NA
NA

NA

182



CITY

University
BUSINESS SCHOOCL

msIvouazHAUI

...............................

{(Research and development)

] o 9 - @&
msmmsnmumsusmsmhn ........... 1

(Global service support)

a A ot - )
NUADNBUS) NUUINKUDIINNITIIY

: &
NusznNlszinail

(Alternative choices of establishing

International Joint Venture)

goamalumsiinasms IuSasuas

BATIMUID e 1

(Access distribution channels)

] ' o/ 9 4
ummﬂamm‘lumsmmmam cereneeneenld

(Facilitate rapid market entry)

#nftins, lueyga, nfeamanenisi....1

(Patents, licenses, trademarks)

v ° Yo 9
Iﬂﬂ‘lﬂf]ﬂ'lu'li)llﬁzﬂ]‘iﬁ‘i]ﬂf]‘ulﬂtl .......... 1

(Network power & connection)

MSTATUMTLITNIADT O 1

(Openness)

A' o o
anuFedad .......
(Loyalty)

o 2
mstiufuAuIal

(Time pressure)

NA 1

NA 1

NA 1

NA 1

NA 1

NA 1

NA 1

NA 1

NA 1

NA 1

NA

NA

NA

NA

NA

NA

NA

NA

NA

NA

ar o s ﬁ' 1] o L - d‘ A =1 1
2. TﬂiﬂlﬁﬂﬂllﬁZQﬂﬁ”lﬂ'i]ﬁ)’lﬂiwﬂ'lﬂ’l"l\!??l’ﬂﬂﬂ]uﬂﬂ’ﬂﬁ"lﬂf.gﬂf[ﬂ11'1 5 370MT YIURINTSNUABHAYBINITLIIIN

-

[] ] ] -} a ] ad
dessadaunuszwilszma (nieeuiinaoms lmiaslumuiiAuidney)

(1: dfgpaniige, 2: fgundiududyiines,...s: drgummiusuduingy

1 [] »
(M) diviSunoAy;

() flogiiu:

1.

3
-

183



CITY

University
BUSINESS SCHOOL

o

o o @ » 9 3 n’ -2 - o 1 1 “!lv 9 2 - Q1 HAw
FIINANINL “137 Tutlsz Toadnsa nivainsdausynmu dau HIUNU llﬂ’l'lll'ﬂN'IULIYIMUTHVITJUY]‘L!W]?I

sumuAntutsiumu

- o gt ' o o" o a1 o ] d 9 y A o rad 9 )
Tﬂiﬂmﬂﬂfnﬂﬂlm'lﬂl’ﬁ510?\‘\”\1ﬁ'NW]1!5zﬂ‘Uu'\“uﬂ“ﬂ'\ul“uﬁaUnﬁﬂTN INUANVBINUI ﬂU‘ulﬂuﬂ?Uf)U'N

Q' LJ é [J 1}
B4 (lsmdonsmou Tav wnanumindmey luusazyss Ton)

I o TR uA 0081984 B, Fudae

(- ] o v A
N o NI UADY S, IUAIUBO1SDS
L S 15ifaums

o & o 4 § < - s
1 5msensindnnudnguesmsinenhlensssulonSgin o

- 9 ¢ ] a P ] [
egsAsve i ufiezlinisies1Ae T8I UMM (oo 1 2 3 4 5
o/ o (- ' A
2. s el udadmiduuazlseiivssueuniivdiu iy ldawanumane
A o v @ do A -~ s [ 4' 1
mueimnanufiiuisufvesgsieiaumueasasimaiiinan ...l 2 3 45
o v Yo - 9 a (A oa - [
3. 5mszmindgiams nefianudh lwazlsengfl jidmieudy
ﬁ'ﬁﬂmsdnﬂizmﬁ (expatriate MANAZErR) ..oc.verrerrerrerruniirrereenreesnoreenanen 1 2 3 4 5
&t A ] Y & 5 él [
4 e hgluu At msesndeseweadiminauInniundiody
VoIS INYUAITIA (foreign PATHIET) ..........ceeereemrennrereaens e ee e 1 2 3 4 5
»
5. 1513 SndlnAuiugs amuAouns s IS INUESANT o 1 2 3 4 5

3 o ' ar \ A
6. ivwennzsaufanssumadanuann fudsamuiead
£

A AUREAUTRINONU .o et 1 2 3 4 5

7. miinnweulefivzfuazidn lufvadinlszaunisaiing luesdia
4

anuiueguasdsumuliinesanmsssninmsiesndesesaumu ..l 2 3 45
8. 19BUATUHINNUAATUYB T INUBHLEND ...voeeerreeereeeeceeeecee 1 2 3 4 5

] d a v as 9 [ 3 A
9. irlinnumanlenaz Tas mfuayumamuninenameg muie

[ A o - ¥
witanszii 18 (e THus3gRen AT 1V ISR MNU oo 1 2 3 4 5
A o * \

10. idinwneiszsanuiudsiunuveusi luseninnssum

MSINSIABIOILINAD ... tereereen ettt tn e es crrreeneneaesene 1t 2 3 4 5

P . ¥ o Jaa A

11, wifinrwajuiiufisy Snmanuduiuinfveusnegsuyunasn

FIIAWOINITTINUETAB .ot sanaes 1 2 3 4 5
2. snjenSefivz adregsiasdaumuiuau Inolunesh (local Thai) iWee1de

szaumseinagsfefiesduvesauIngsaulilfaimsiasuanundesda

Tumssa1gsAsAUSTUIRING e evereeee 1 2 3 4 5

(Wsarmdoii g Wirutlugsauysu Ing [Thai partner])

154



iCITY

University
BUSINESS SCHOOL

13. wfimnmenuizidh lnnufes muar imalfigae ludsamu

QBT cveeeeeeeereeeeeeeeeeeeeeeeaseeseaeesesaesassetonsasenesasasseessenesessasensesesenrnns 1
<3 < o @ o1 o/ 4 o Y
14, 5rfinnufawe Telunnuduiui daudasznhasifudsmmu . 1
15. i5anudane le luSeannuduntus 1aosau (overall relationship)
YBHT VLTI oocvesrve e esreree e e s sesee s oseeneecssrsesaons 1
- 3 ] -cy -
16. 151§ dndennuandnluuive i msuszngfnssulumsiesn
ADTBITTNIIUTITLRTINU oot 1
[ a 9y P ' n‘: o Y
17. 51 lifuRvefiez s zeznaenuuuazmsinssisenSafugs iy ........1

4 A

18. 535ulon iR (culture) szwrausfugsumuiinmusndniusdiuauga. 1
~ u’a' a Y o = ' 9 )

19. 5ilanudalefiszdumdnnemsTamudasaungvesnin
aoandosnuetnta luAuveesssulunl §UA (culture) ......eveeeee, 1

20. 5 upveus 1INz ns e RATREVIIRINETN v 1

21. anw'liiasseuiuluSeavessssuilunl fiAcuture) T ldidlumsz dvy
dmsusmazdsnmulunsiivoanamegsies Iy e 1

' Q'l L] & o/ o/ r Qr
22, sudeiuhnnulindhdstuuasfuvedsumuezi iradng

. A\ = -~ ﬂ! J
‘ummmsmm‘smnnnuuﬂssamnmmnuwu

................................... 1
23. dies 1AB suduasidle lusssufloanl§ia (culture) Negsiioves
\ J M \ - o
5NN ARBATINTLEZAIVRIMITINNUT IR
v .‘ J
5181 A13 13119 1o TGS 2 snnBatU ..o 1
24, W naledsauulumsdnduauidsanusuiasevey ............. 1
A & 9y o ) o o m
25. isudeiiudgnnuldnseiedrudunuaunsouda lumsduiiy
TIMITTMIU oo reeen e cre e e e ees et een s sesn s sae e sas s s 1
o A A9 o = o
26. 5uEhSumgn AN IuynS e afigs MUAUTUMIIRT e 1
27, ianusiomdedediampuluynqdniifiiunuiddews ..., 1
- o i - e A' J )
28. EhnAEniU iR A1 IRaond 1 1Hens e 1
29, 15 1A 11198010 gaRURIRTINU oo 1
30. 1 WRnde e Tud Ay g uoads Iy oo 1
J Y A ° ' (3 Al a ) ¥
31 neudiquinnemsassesannniigsapuiiet 1S euims
MRS UATINU oo, ettt et ene b e srees 1

3. nAeudsezisnnananigsumuludwnagnsmsdadulen

................................ 1
34, s hiudaofudiamu Tun s Aeunlaamanagns .............ccoooevcvvvvnnnns 1
35. 157 185U il Tudun s A uiuOUe g INAT M 1
36. 5B 119N I3 U NS935 91AB TR TOTINU oo 1

NN N NN

NN o N

uuwwuu

W W L W

E-N

O O

O N N

L,.(JIKIIU'U'M

tm W oL @

165



CITY

University
BUSINESS SCHOOL
o A & ~ 0 9 o Vi
17. Tumsdnfiuams miinnusuiludeserdodsnumu ..o 1 4 s
38, Tumsinsndeseufuafugsissnmusswhalsyne sudhdin
FNEMITUNITINTVABTOIGIAR oo ol 4 5
39, ipanalinanlsziiszuen, A inslwazanummsm
J o/ o/ - G‘I @ - ‘ s_ -
Fatuuaziu Aniumsaadulelusesddgungeegafinisan
1 o ! =t
FAAUTIBONA Lo T 1 2 3 4 5
40. sisnunemhilumsnuguitnssumegsislsysiudiuedann ........... 1 2 3 4 5
41. f3aumuiinez lisenfidmudennasvesgsiedumuuazdeuusih
YBUI ...cceeeeees U RN SO eeneens O, .| 2 3 4 5
42. fdndusrezussgihmanelunsies 91des 89y sATRGIOND ..oeeee e 1 2 3 4 5
3. s msdomeanimiuesmalulad Idfuudinsumussnhedszng
] 3 o
BUMIAUR .o senne ettt neesees Wl 2 3 4 s
Py o't ° - ’ o
4. ilsgaumssilumsigsivsznhabemendluszeznaduonu ...l 2 3 4 5
o Yo ' A'AJ - ' s Y
45, 1577nee 18sunalunsies videsssfidvuilodsumuns gy
185un 211321919 (trust) 91TV 1o cerrenenneae t 2 3 4 5
4 v o L \ \
46. Wi dinsusisihuazlinamnlseiszuenduiudsanuiluedsd
o L 1 ﬂ'd;
N9z 1A UNa UM B BITATY ... rreeeeneaeensiens 1 2 3 4 s
47, 5fianudane lalunadninisins ines 09 Taus oIS AT WNU «...eeees 1 2 3 4 5
A v 9y - -y e A4 v -]
48. isuFo g yuAndgsfssauyuiliinadnimsissndeseslassauilu
TUTRINBTD el 2 3 45
49, Sawmseunuuierfuilgwidedaudsluseninmsissndeseuesfsaumu
¥ 9
% L o Qs 1| o ' A .
veesthe i aresthoussqiemadninsiesndeseadumimele ..t 2 3 4 5
50. sudnlonazasynsinddmadnimadunsiSuvesysiesumu
duiiimels................. ceveereeeanenanes ettt et eae e el 23 4 5
51, ifianuitane s Tulse@ntwa Taosauveagsfiosaamu ... ererernees 1 2 3 4 5
A o'c . y a ¢ a1 qyd o = At =
52, wugeiuigsumufadigsiesamuillinamsduiiuvaunilss dniam
duetad .......... evere st esare s eraeeaesae st ses st 1 2 3 4 5
) - - ‘:'AJ 9 ' [ ' -:’
53, ieetinamsdufinanimagsisiadudnlswemmssamuiudsanui ..l 2 3 4 5
54, finmuiineauaui ldsuAnyeuladuedd ... ervreeerenas O 1 2 3 4 5
\ N P, vy
55. ' ioumashesdedfmssaumuilvian................... et naentens 1 2 3 4 5

156



CITY

University
BUSINESS SCHOOL
w :;
H3I3venmu

fodunualdmsunuIsensaidnu

1. TisaeRuedialsyaumsalduduazannisidesTuuiingumu OV fim) vesrimulszmalng
] y
() vufianuiadesedinlste (eesiti) Aumsieseidesessaunuysieil IV negotiations)

’ -1 ﬂ' L] as o - - \ ;
v vudfinnuneidessdialsthe AUNIIIANITUIHITNTNIITINYUY (JV management)

2. Tlsausseudanagnimagaie (business strategy) vesrhuffinanufivaiiesiuvesdsunu
. . . a oy Tl Yo -7 4‘4‘( -t

@ thwnemanagns (strategic objectives) finsuSinviunanisaihez 1dsunngsisswuiidiesude

» I3

fa (i wails, daunlsnisaatn, nsaaduyy, malulad, seaune, HauzasuSnis, deesnieldld

Fuwarlsz Tvwininmsuanldoulunsia1esins (export for foreign exchange), MstAuTauazmsvee

o - ~ - A < V2 o PO - A

Famagsns, nsfinsAauasteidos, msdouitamshgsieiudend, ouq)

v Y o ﬁ ,g - :g - @ o o o 9/

@) dhunemanagnsurazdenldne BileSunedsgsisinmuuasvasilgiuiinnuddganndey

961913
(%) u’hmnuvmnaqmﬂszzmmmf?u%‘ﬁ‘lﬂmnﬁamﬁuﬂﬂué”a

T o rty A i 1 : o -3
@ vulasmua e liduile ladhminefine imaniuezdesldsunaduds

4' - J - o
() Tnanlaoulaslaiaduinelunagns (strategy) uaz ihmunomaenagns (strategic objectives)veau3um
) y
vuiildamduiug fudsmu dudwalinisanassuyuiu
, } 4

&1, nagnriignaauasuazidhminemenagns Imiii I8 umadussinenSe i

®) vufinir iagussasiuazithminonianayns (goals and objectives) o3 13thefigmmudeanisey 145y
i 4
nnmsihsamuil

] o 1 ’ s o d o 4 19
(%) Az auyuvewim 1dsunad s snndaquszastuasithuansids npuldnsBinnleoidive

Tuda

- o & o o v 9 - L L] - o Y 4’ [ o
3. Tusauendammgdigmudwulunisiviu lnanasdenmsiinsaunuysiedugs il ¥y Ysenia

a o w (Y - | o a 1 4 Y o A
na, wsumdslumsutdedusisiiszininm, anduny, 1anmuememsaaia, innuazainlunmsdn
< Y v d Yo o 9 o 4 >3 $ Yo y
dunain ldedesanisa, TAsumivayuningsungns, Sewnd, nsznivans anudes, Tasuanuian
o o8 o Ao . 4' Yo o
fnnguazma IuTad, Anidas, lueyana (licenses) uaziniasnuionsi, mwiinduinoiuyana

. Y - ¥ J
(connection), 1A1lsz Tuniarnnis 19mansia Teu (transfer pricing), i himsuannlSouduasiiaszma

iiaaugad (foreign exchange balance), Msitndnain, Faifivs, 1aSumsnnnsiininn, duq)

167



CITY

University
BUSINESS SCHOOL

' wa [P v y o ' o 1
4. TalsmanlsgiaTasdoidoanaslunssamuilussguaduie 1ded s vazlimsduiumsedalsihalu
%33989N1519591ABTBIYIND
[} ] [V X1 o Sl A a 4 9 9 1 a dv
(M) szwdeiudugsamu lesdudsisuaueanufinfeiunisingunu Ov) lugsnesamui
() dmSugTuyuanya : Iguisiumagsisvesinnhmse lif Idlimsiesndesesdamugsieiy
- o -~ Qs ;
51N IneuSund
o« Wi PRI - v v - r Ay Yt ] ’ a o
dmsugrauyuIng : Tguisiumaegsivvesmuthamde 1 illalimsiesvdesessamugsieiy
USEnasa ulsemealne
() d MU TwuaNd - yiEmyiuneilszaumsellunmsihigsfesauduudyn Insnneun’els deu
- v - <
Neznswgsies Ul
- oo ’ -1 o o o » 1 A' Y 9 - 4’ -y
@) viiniuneiilszauniseilunisigsiesauusswinlsemmnneuiesisns wugsfes aunuiinis
] 9 o o v 93 9 - e ] o’: Py [ -
hi @) vSEwinlaGudgsissamusennalsamanswsniiela uaziumala
() A sugramuansanea: uiinvesmimaudsn lumadiswuiuuiinnsdug urazuson
) = - oo A P11 - =4
nnveuiivslavenmile lnnuSdnninlaswismsegi
dmsugraunyu Ing: viimvesuimadenlumsdsamuiuuiinmandsuqudazyiinly
1] i1 4
szmanniisaifivela uenmile TusnuSimanmannuldswfenseyil
- o ) Yy 3 o o - 3 a [ = - o
®) vitnviulamudnnuding luseswemnuuandauneanusssuiliond §iia (culture) uazgiluuy

»
(style) misdinsealunisieseigsiesuyuimie T

5. Tilsnagdensz diigvesdayg (contract) uazdoanas (agreement) S0 911IANAVBINISIT 11ABIBIT I

P | 9/ YN 9 ¢
yugshuiififoatesiuvnuazdswmu
0 TassadehuSesdaduvesmsieu (ownership structure) TuuSinsuyuiiuediels

[} 9

@) nssanyunngsislagnimuaszeznalindeli neufiezfugaas

< o Vo 3

filidmunszeznat Tadmualinauueila
v

@) iufimsnunauud 1y (renegotiate) Yaanasuasgsnvsaunuluiifelathe uazvesnsurila

6. WsnszyBansnenns (Ruuugilsssy tangible] uagrnusssy [intangible] ) Sovimuuazgsumu 1At
msﬂﬁur{uuunzdqm‘i‘uuﬁu?ﬁm'mum‘f N naﬁt?urieéqusﬁns’muu uaz‘luihqﬁuﬂ’ (15 i)
ngdumsudms, maluTaduazaaudanudnng, nSnnnsdumsity, auitouazien, ind
1ias, lueygnatlszneums (licenses), Lﬂ‘s"mﬂmumsﬁﬁ, YrunAdina, uﬂﬁaﬁa'lﬂi’i'lﬁ“hiiwmnﬁﬂ, ms
uSnisdumsaaa, YesmeamsuSmsuazdad e/ Taseegsie (networks), foyatnasuaznamg
Arumstanms) ‘

@ yazdsumuIdmsmivayuuasdasiudnminnnsmuit ldssyfeiisdannieudioda
(hisaszydiuiesas) uﬁu?ﬁ'ns'mv;uqsﬁnﬁy
Wiimsseyudgandoanasdenmminnnsiudazihotedoamsmivayum ol

168



CITY

University
BUSINESS SCHOOL

' ' a wa ' & 4
7. Tlsaadailymnzanugsnndusssufion §iia (culture) uazgiluyy (style) Mstesndeses aavinuin
»
PZNUBYIANDISTHINNTZUIUMSINTNINVI AT
1 o o/ A 1
0 Talsaussnudnnundoafauazanuuanaaludnsssuilon A culure) Aviudwuituly
»
sgnihamsisngsnefugsauyuil
@) Tilsadrdadnyaizyiii/guuny Gstyte) uasng@nasy (behaviour) 'lummsvwiaimmﬁs'wnu
Y ' a v $ 4 v " -]
Tdspuendnuaiziil uazngAnssunsivsvidesesuvylaiiviseuuas liveudieGuneds
§3N93UNU
Frupve v lainsSundowlududnuaeriii (style) vesmsivsneesesgsivedials nie i
o &
o flegiiun
1 1] A ; 1
wudnaemsnldsunlasiiedlsihe
’ o Y - 'Y v - 9 P o - ’
mumanSense unAnssuuazdnvaeyii lumsesewesgsamudmsalaouutamss li
o b o ﬂ. :
Simanda mumandalimsnlasunastidullumomelng
t o i ' o/ A o 1 1 o ]
() mumanisfie WisunuiinfedSunldsudnuazyini (style) lumsiesndeseslimiloudurim
) [] -~ ! o v - 9 &
viohi  Tsmefuedwhluvudedesmsuuud
i ﬂ'l ﬂ' 1 4 \d - -4 1
@) Tilsaanlszaumsaling Wi ldwudunafiesnidesesgsiafudsumu
Talsaussoetavinfiniaund (attitude) ‘ummuuawmgswv;u'lusvu'nwummimqim (%u
anunaunfuiiusunitssuRenndyuihi)
nagnsuuulafiudnesiun1$lumsiesngsAfudiaumu (v vssquannthe fwin-win), 1Huae
o . ] P ] 2 ' o ' o o . o
£ [take-give], thowile lafhonila [zero sum], sauilafu/usistiuiu [cooperative/competitive])
o . o -b v ° ] J -: -~
) Tsavendeiade (issues) Mg FeuinesnIdessaNNNYAYRIZUIATUMIINTNS AT MU
(51 mwzHadamagsnedmod [business matter onlyl, Msneuazad1eaNuFuRUE [relationship
[ 4
building]) uazluilegiuilifiuedialsthe
v ¥
@) vaizlimsinsndesaagsiesnmu TnodnAudadessieslsds Tufifiviu ldndntiaies ; yadendn
& Y a1 - v 4 de a4 A |
a1 lnheq niendnduameuadiomiidimuauassoazsBeaiissyiniu - 3uq (Tilsasey)
Tusauenduszdunnuiiudisuaz liviudiovesinludess s ndeseagsie
] L] » E
@ Tosmddeszoznalumsesndeseagsisiivinmas§suulsTasnSsufioussnhadieSudeds
o v v A g -Iv
gafiesauyuiuiionail
a - e o 3 v o ' ’ ' 9/ J ' a a
@) TlsneTinefennudniutsznhohusudsumuiniiuedislsthe naludausaGugsiesamuuas
o &
Tuilogiiun
(m)Hmmumanﬂﬂm:q:n115'Jununwwwﬂumnauﬂmuué") Tsevenfalszaumsaliivinld
Yszaudefimssndeseunniu '[ﬁmil‘s’umnuunuq:mswnuu
- L] - 1 o : J - e 3
@) e lsthaumssdagsiedamuiudsamuasiisssudionl A cuwre) Alndifvauns
-« o ’ oy o ad o < ~ awsd v o
adendsfuxnni1 afsuisuiulunsdingswmuiisssudionl fianuandeiunn
] a d ] i o ° [ 3 '
(@ fudariuetielsthafoatudedmunludgyg denanas (contractual agreements) #1419 13uda (91

=4 = L] A o o
fhufivsienmaluidod, sygatieutlsu (aliow flexibility), inFeaiieteiulhith luawngming

169



CITY

University
BUSINESS SCHOOL

8. Tisauendannufiane levesrinuluwadni Tavsauvesmsinsdeseagsiosaunuy
a o ¥ b 4 [ a 1 Y ] -~ [ LV ( v 4’ - [}
M Tunrfadiuveariuuds ufeiidsuuvesinidone leduradni lumsies sidesesiinia lal
; 4. &
@) Tusaadanadns (outcomes) voanisosndesaanvinlasylaoag lu

LY 4 3 « L. Y A [ [ 353 [ [} o -1
(R) HABNENTI9591%B 509 (negotiation outcomes) vg Tsthedavhuman Jauavimdalildsueingsiedaumu

4
]

il
@) vuddnedalsdenadniveanisieseidesssii 1450 wevin 18196118 (powen) fivimileglusendng
] o 9 1 ) et
N151939 AR BINUGI AU Ginaduuan, Tradmay, idina)
i) v
(8) nadnvesnsinsndessuiivedn lsthuiiedsaunuldsudimminilinels (rustworthy)
. . A 4 , o
(®) nadniyesmsesndeseslimsildouuas il luuuamisla disvimuaz s ldG suddnuaii
v o -~ 1’ | ;
(style) ¥BINITIIINABIBY UATMITANMIUIMISVOSUARZFUINATY
o * A ° v « . 3 L
() waansveanisivssuiiusdiesilies e lumsreses (bargaining power) voavim lanidou llegluile

uBef3 U

\J ar - ) A 1 U 1 - 4 J A'
9. TsaudrdeszAunnu1inele (the level of trust) Tumshgsfiesaumu Fevhmuazdsamuiine fuvaficy
¥ ¥ N
nedsiams wagTuflegiuiifiuediels
P : ° . ’ 1 ‘ - -
() Tsaefunodeaumaiivii ldvin1inede (rus) Tudsamu (u seidus, Ussoumsaimegsialushia,
A o o
AnFedAd)
d' o -~ J 1 -~ hJ 4 o/ " M
@ dmsuldsuuasszaunimnsleludndunaiu viudades Isiidluamaudniiiinadents
= 4’ . - o -~ - J 3 ‘
nlaguulasii ¥y msGeufuazilseoumsaimegsiufniy, Sruensdesesanas)
' ' ' ' o - v e -
@ vindinnuineledslaslusesninnisiesndeses (daynnaiiins el (individual), uSENHies 91 (firm),

»
NasIBeN) W2

10. Tsaesneidoadums samsudmsduihuetiels TuseaunssunsituFnm (e board of directors)
Msemyii M3 §AN513M13 (management responsibility) ﬁm%’uqsﬁﬂiwnui’:qniﬂuﬂmtin'h
s heuSinuitheInouas #1998 (Thai and foreign parents)

() nalnezsfudimuninnififedismunszsumumsiadulsveysfesumuil OV business)

() meshmsanduleiidwgmanagns hugsiedaumu nssumsimnfiumnmes 1sthe

() nssumsTfSmynhimsaaduleedels (Hudesmunisiy [consensus) niomudoed1auin [the rule
of majority])

@ nssumsi‘iﬂ?nmﬂszquﬁuﬁaum"qufi‘lﬂu

(9) msuAnveuRImILE e TAgniauticediels srniegiamsnody
geamsmalszimg (expatriate managers)

® Tufmmsiamagsiesaumu aasanarfiimaninldaszwindemnuand e hamumvesaiam
miuifonnnnnng snonsmhi venSimuiusazuisniidegodialathe

@) TnaihauswminiiiudianmabsmmashauiiiosIn

160



CITY

University
BUSINESS SCHOOL

11. TlsaegunodaInseas19ue999AnT UALMIUSHS (organizationnal and management structure) ¥9IUTEN
FINNU (B IFITTVATIAL (flat/tall); SIS BNYNTTNUSUIVULURTI; NITUTMITNNUNAW@IYMST
-~ \J J 1]
UINITNNAWNUUUU (top-down/bottom-up style); ﬂumams/‘lmﬂumams)
v
TassadensusnisuazmsdamsuuSdnmulinnuadwadetufuuiinsauu OV firm) n5e 'l Al
» »
saiznonanemssanu uazluilegliui
- ¥ @ o ' o ' 9o ¢ a’l' .
(m Tsavendsnauduius lumsmauswduseningiamsuasgniasialuumuis i (horizontal) uag
UUIAY (vertical)
Py < o o d 3 ] 9 o
@) TlsneTuedennuduiuiseninmunazgsiuuluseauynaa (personal level) uag

o

FEAUVTEN (firm level)
] At o A CY U 1 o/ Py \ <4 -y v =) o
() uidiasaadenminnuednls (su muszaumsng, eusu TsuSoundesumaduai,
4 - a o d &
yoilleq, TsaSouuazumImeasnaunn, AN, du9)
2 ac A & o ' 0 v Yo o . ﬂ
(9) TolspuendadfiaeutuminaIuye i (MU IYNTHINY, ANUUIREZINNU (connection) -ilu

gandslinuduiia@elnu, aunani, duq)

] 14
12. TlsaeFunedswamstlsziiuauvewinuduainSimsmnuilindiuedisls (vu seavie, ils,
dauuLiinaIn, MsnAaIALSNS (service marketing), ST 3vouaziann, maTuladdmmsuinis, duny,
n1sidu Ta, msiSoud)
) < o 3 d’ - ]
() iunane lofumasumariinge i

) vh‘uﬁqwa'hf‘f‘uuaﬂu'[ﬂusquveeqsﬁnﬁanuuﬁw%'lﬂ
vonsveumszRauiluedlegs dmiumsaaznadulinweriu

1J 1 J : ] (] t 4 ' - ' o o 4
ﬂ]ﬂlﬂ]‘ﬁ1ﬂ“ﬁ§1ﬂﬂ11ﬂﬂlﬂ\'i“fl'l'l«ll.ﬂ‘uﬁUNll'lfﬂufni'lﬂﬂ’J11!5’)311]@?[?)‘”[1111]58‘1}1”” uazgmMsdun el lundeil

gdaeluaed

1 ‘=' o 3 o/ A ar 4 L]
TsadwvuaevaufivhmsasmaSsduudaluiaded 1 uas 2 Tddunvelmuiioglurszmaneg dhe
1 4
anil
d' ar o - y A o - o
swimeulauaslinonlszaerines 185 ugadeagvewadnimidsedl Tsadvuseyh “ganadnianidde’
A A 1 o 9 d’ ’ o A V9o o - | o
uagnsenye fieguesrimasluwesanuiofiunyldind uesdandufiun Widunweindadivwnvenionds

bz dagaaginadniifohiddlermdioanusady

Pviud anan

161



CITY

University
BUSINESS SCHOOL

Jiraphan Skuna

Ph.D. candidate

City University Business School, Strategy and International Business
Frobisher Crescent, Barbican Centre, London, EC2Y 8HB

England

Tel: +44 171-4778760; Home (Tel&Fax): +44 181-8711310

E-mail: j.skuna@city.ac.uk

jskuna@hotmail.com

°lu-1hafiﬂuuazszﬂinﬁfzﬁmst“fum‘uﬂiﬂﬂﬂm11ni.mwhuﬁmiﬂmnﬁﬂg’luﬂszmﬁ‘lwmia'hh‘:
1598 wousigafinasd 57 ngumma 10700
Tns: (02) 4248124, 4352130
umnd: (02) 4352128
ifadin: (01) 4919888

162



Appendix C

Cover Letter for the Survey

163



Strategy & International Business

Professor Chong Ju Choi

B.A.(Seoul), MPA(Harvard), MBA(INSEAD), M.Phil(Oxon), D.Phil(Oxon)
Gyosei Professor of International Business

Head of Department

Director of IBEX MBA

CITY

University
BUSINESS SCHOOL

Frobisher Crescent
Barbican Centre
London EC2Y 8HB

Switchboard: 0171 477 8000
Direct Line: 0171 477 8742
Direct Fax: 0171 477 8328

March 11, 1998

TO WHOM IT MAY CONCERN

This is to confirm that MR. Jiraphan SKUNA is a full time Ph.D.
student at the City University Business School. I am his Ph.D. thesis
supervisor. Mr. Skuna must carry out his case study research on international
joint venture in Thailand.

I would be grateful if you would allow him to conduct his research study,
including interviews, at your company. If you have any further queries, please
contact me at the following:

Telephone: +44 171 477 8742
Fax: +44 171 477 8628

Thank you for your consideration.

Your faithfully,

r Chong Ju Choi
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COVER LETTER FOR CASE STUDY INTERVIEWS

August 2, 1998

Dear Sir/Madam

Research on international joint venture (IJV) has become more significant in
recent years. A large amount of research has been undertaken on developed countries
whilst very little research has taken place in developing countries. None has been
examined in relation to its influence on joint venture negotiation in Thailand. A great
number of problems and questions on 1JV negotiation arise without answers. The
investors and administrators are still vague about what they should do to solve these
problems and in which business directions they need to go.

Since your company is one of a small number of firms leading in business operations,
as well as rich in valuable experience, I, a doctoral student in the department of
Strategy and International Business at the City University, London, am writing to
request your cooperation to carry out research on IJV negotiation in Thailand. 1
intend to accomplish this through case study interviews. My reason for the use of case
study as a research strategy is because most empirical studies have generally tended to
use quantitative research methods based on statistical analysis rather than examine
and explore in-depth details which can produce very valid results.

The result of this research will help both Thai and foreign investors to better
understand what they do before and after establishing IJV negotiation in relation to
cultural distance, negotiating style, and bargaining power, so as to achieve cost
minimization and profit maximization. I do hope that this research would benefit
business investors and administrators by providing a comprehensive picture of how to
negotiate international joint business venture in order to achieve a higher business
performance. It may also help in improving effective negotiation outcomes especially
in the situation of Asian economic crisis which is occuring now and may continue for
some time in the future. The information which I trust you will provide would also be
very useful for companies setting up 1JV particularly with Asian companies. For
example, it might lead companies to reduce both their transaction costs and

negotiating time.

I would assure strict confidentiality for all information you provide. You may also
refuse to answer any questions you find objectionable. Additionally, you may
withdraw your consent at any time and all materials regarding your participation will
be destroyed. You and your companies will never be identified individually to any
other individual or firms. A copy of a conclusion of research results will be sent to

participants, if requested.
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If you have any queries or comments, please write or telephone me at the number
below. I would greatly appreciate your time and assistance by participating in this
important and significant study.

Thank you very much for your time and cooperation.

Sincerely yours,

Jiraphan Skuna

Thailand: 1598 Soi Jarunsnitwong 57, Bangkok, 10700.
Tel: (02) 4248124, 4352130
Fax: (02) 4352128
Mobile: (01) 4919888
England: City University Business School, Strategy and International Business, Frabisher Crescext,
Barbican Centre, London, EC2Y 8HB, England.
Tel: + 44 171-4778760
Home (Tel&Fax): +44 181-8711310
E-mail: j.skuna@city.ac.uk

jskuna@hotmail.com

P.S. Please contact me at the Thailand address prior to and around the time the interview
takes place

If you are unable to give time to participate in this research on IJV negotiation, please could
you nominate someone else to represent you. Your representative should have been involved
in the negotiation process for your IJV firm.

Furthermore, the validity of this case study research would be much improved if you could
introduce me to someone who can represent your partner (opposite partner) and is able to
participate in the interview process.

#***%*k**This questionnaire and interview protocol case study research has been
written in English and Thai. Please answer in the language of your choice*******#*
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Appendix D

Thai Regulations Affecting Foreign Investments

Thailand encourages foreign investment through the “Investment Promotion Act”
providing significant tax and other concessions to both domestic and foreign firms
granted promotional privileges by the Thai Board of Investment (BOI), the principal
government agency. The BOI prefer to promote projects using domestic resources;
creating employment opportunities; developing basic infrastructure and supporting
industries; earning foreign exchange; strengthening Thailand’s industrial and
technological capability; contributing to the economic growth of regions outside
Bangkok; developing infrastructure; conserving natural resources; and reducing

environmental problems.

Investment projects concerning agriculture, animal husbandry, fishery, mineral
exploration and mining, manufacturing and service sectors can be fully promoted only
when it is considered that their products, commodities and services are either
unavailable or insufficiently-available in Thailand; are produced by an outdated
process; important and beneficial to the country’s economic and social development;
economically and technologically appropriate or providing preventive measures

against damage to the environment.

The following projects will be given special consideration with extra promotional
privileges: if they are locating their operation in provincial areas; establishing or
developing industries which form the base for further stages of industrial
development; developing public utilities and basic infrastructure; conserving natural
resources and reducing environmental problems; conserving energy or replacing
imported energy supplies; contributing to technological development; and
strengthening the balance of payments. Such projects will receive privileges, e.g.
corporate income tax exemption for eight years, regardless of location, 50% reduction
on import duty on machinery for projects located in zones 1 or 2, and import duty

exemption on machinery for projects located in zone 3. The details of each zone will

be provided later.
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Furthermore, BOI will grant additional privileges to promoted projects which invest
in research and development (R&D) activities. Some privileges include extension of
the corporate income tax exemption period for an extra three years, but when
combined with the existing one, the total period cannot exceed eight years. Promoted
projects can also import machinery and equipment for R&D activities with reduced
import tax for a period of eight years, starting from the arrival date of the first
shipment. However, promoted projects are required to make an additional investment
equivalent to the value of the additional income tax exempted and the number of

qualified Thai personnel in R&D activities need to be approved by BOL

Thailand has had consistently positive attitudes to foreign investors and the Thai
Government has encouraged investors to establish international joint ventures in
Thailand. The number of joint venture firms in Thailand has consistently increased
from 132 in 1992 to 387 in 1995, whilst the number of foreign wholly-owned
subsidiaries has fluctuated since 1992 (see table 1). The investment value of joint
venture firms also fluctuated from 1990 to 1995. However, its investment value of
Baht 50,919 million in 1995 showed a rapid increase compared with the earlier value

in 1993 of Baht 17,406 million (see table 2).

Table 1
Total number of firms and investments
granted Board of Investment promotion certificates 1992-1996
|
1992 1993 1994 19951996 (Jan-Jul
Tofal number of firms 447 478 944 a79 551
Thai (100% owned) | ~145 240 523 485 250
Foreign firms (100% owned) 170 57 76 107 78]
Joint ventures firms | 132 181 345 387 231
Total value of investment na] 176,811] 209,957 328,465 248,288
(Million Baht) !

Source: Thailand's Investment Promotion Journal, Board of Investment
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Table 2

— Registered capital of firms granted
Board of Investment promotion cerfificates
(Million Bahi)
Annual total 1990 1991 1992 1993 1995
Thai (100% owned) 22,461 16,732 13,791 12,857 55,992
Foreign (100% owned) 5,730 20,664 8,030 1,412 6,426
Joint venture 33,035 38,458 17,974 17,406 50,919
Total amount 61,226 75,854 39,795 31,675 113,337
Accumulated total 1960-1989 [1960-1990 [1960-1991 [1960-1992 [1960-1994
Thai (100% owned) 39,368 61,829 78,560 92,351 133,568
Foreign (100% owned) 13,908 19,638 23,977 32,007 38,497
Joint venture 70,548 103,583 142,041 160,016 206,283
Total amount 123,824 185,049 244 578 284374 378,348
Source: Key Investment Indicators, Board of Investment
Sep 1997,7992, 1993, Jan 1995, May 7996

As at end of May 1996, the total number of firms granted Board of Investment
promotion certificates is 5,003 comprising of 2,381 Thai firms, 353 foreign firms, and
2,269 joint ventures firms and the total investment value is Baht 1,847,111.52 million

(see table 3).

Table 3
Promotion Certificates Granted 1960-1996

As end of|As end of|As end of |Asend of
1993 1994 19957  May-96
Total number of projects 5,889 6,064 6,388 6,774
Total number of firms 4518 4 567 4755 5,003
Thai [ 2,084 2,123 2,250 2,387
Foreign firms 312 313 328 353
oint venture firms 2,122 2,131 2177 2,269

Source: Board of Investment

The following are regulations regarding the percentage of ownership which foreign
investors need to take into account when entering joint venture in Thailand. Firstly,
the Government allow foreign investors to hold at most 49% equity of the registered

capital investment for projects in agriculture, animal husbandry, fishery, mineral
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exploration and mining, or in the service sector. Nevertheless, foreign investors with
projects with investment capital (excluding the cost of land and working capital) over
Baht 1,000 million are allowed to hold a majority or even the whole equity for up to
five years after starting operations. Secondly, for production targetting mainly the
Thai market, Thai nationals are required to hold at least 51% equity of the registered
capital, except projects in zone 3, in which a foreign majority or wholly-owned equity
can be allowed. Next, foreign investors can be allowed to hold 100% equity for
projects in which at least 80% of total sales are to be exported. Also, for projects
where at least 50% of total sales are planned for export, foreign investors can hold a
majority equity. Lastly, from 1992 to 1996, the percentage of foreign ownership for
projects in the following areas could be negotiated with responsible ministries on a
case-by-case basis:- development of transportation systems; public utilities;
environmental conservation and restoration; and direct involvement in technological

development.

The Thai Government have used investment incentives focusing on industrial
decentralisation since 1972 and have gradually developed these policies to achieve
maximum performance. In 1972, few provinces were chosen to be investment
promotion zones where investors could be granted promotional privileges such as tax
reduction or exemption, reduction of corporate income tax, and the bringing in of
foreign expertise and staff. Afterwards, promotion areas were changed to suit
investment climate and situation in each period. Since 1993, BOI has divided the
country’s 76 provinces into 3 different zones and proclaimed zone 3 to be the highest
incentive promotion zone where foreign investors can maximize their benefits. The

details and benefits investors can gain in each zone are given below:-
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Thailand map showing promotional zones
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In order to encourage investment in Thailand, the BOI has divided the country’s 76
provinces into 3 different zones. Higher incentives are available to companies

investing in those provinces further away from the Bangkok Metropolitan area.

Zone 1: Bangkok, Samut Prakan, Samut Sakhon, Nahkhon Pathom, Nonta Buri, and

Pathum Thani
Zone 2: Samut Songkhram, Ratchburi, Kanchanaburi, Suphan Buri, Ang Thong, Ayuthaya,
Saraburi, Nakhon Nayok, Chachoengsao, and Chon Buri

Zone 3: The remaining 60 provinces plus Laem Chabang Industrial Estate

Projects located in Zone 1

- no tax exemption or reduction for the import of machinery, except for projects where export
is not less than 80% of total sales or where the factories are located in industrial estates or
promoted industrial zones. Such projects will receive a 50% reduction in import duty on
machinery which is not included in the tariff reduction notification and which is subject to
import duty greater than or equal to 10%

- no exemption from corporate income tax except for projects where export is not less than
80% of total sales and where the factories are located in industrial estates or promoted
industrial zones, in which case a three year exemption for full tax will be granted

- exemption from import duty on raw or essential materials for a period of 1 year for projects

exporting at least 30% of total sales

Projects located in Zone 2

- 50 % reduction in import duty on machinery which is not included in the tariff reduction and
which is subject to import duty greater than or equal to 10%

- full exemption from corporate income tax for 3 years, (extendable up to 7 years), for
projects which locate their factories in industrial estates or promoted industrial zones

- exemption from import duty on raw or essential materials for a period of 1 year for projects

exporting at least 30% of total sales

Projects located in Zone 3 ( Investment promotion zones)

- exemption from import duty on machinery which is not included in the tariff reduction and

which is subject to import duty greater than or equal to 10%

- exemption from corporate income tax for 8 years, for projects which locate their factories in

industrial estates or promoted industrial zones
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- exemption from import duty on raw or essential materials used in export products for a
period of 5 years for projects exporting at least 30% of total sales

- 75% reduction of import duty on raw and essential materials used in the production of
domestic sales for 5 years, renewable on an annual basis, provided that raw or essential
materials comparable in quality are not being produced or are not originating within the
Kingdom in sufficient quantity to be acquired for use in such activity.

- special privileges such as : reduction of corporate income tax by 50% for 5 years after the
end of the exemption period; double deduction from taxable income of the costs of water,
electricity and transport for 10 years from the date of first sales; and deduction from net profit

of 25% of the costs of installation or construction of the project’s infrastructure facilities
Source: Board of Investment, A Guide to Board of Investment, May 1996

Benefits to foreign investors through “Investment Promotion Act.”
According to the Investment Promotion Act 1977 as amended in 1991, foreign

investors can gain some benefits in the following ways. First of all, bringing in
foreign nationals to undertake investment feasibility studies. Foreign investors who
want to use foreign nationals to conduct research in Thailand on investment
opportunities can apply for permission to do so. However, this privilege only applies
to individuals, not to their families. It can be done by writing to the BOI, providing
details of the alien’s name, position, professional certificates and type of business.
The BOI will allow them to stay in Thailand for 90 days at a time. Foreign personnel
may be brought in for the following activities :- manufacturing which can bring
modern technology to Thailand, uses at least 50% local raw materials, employs more
than 20 workers; promotes exports or seeks new markets for local producers;
encourages a tourist business which can attract more foreigners to visit Thailand; or a
financial institution with more than 20% Thai equity participation which can bring at

least Baht 100 million in foreign currency.

Secondly, bringing in _foreign technicians and experts to work on a promoted project.
Promoted firms are permitted to bring in aliens as skilled technicians, or experts, with
their families. They can stay in Thailand until their visas expire. Extension can also

be applied for. However, if they and their families would like to leave Thailand for a
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trip abroad, they need to apply in advance for a re-entry visa from the Immigration

Division, otherwise their privileges will be terminated.

Next, owning land to carry out promoted activities. A promoted foreign firm holding
at least 50% equity can apply for land ownership to operate their businesses. Also,
they are allowed to own land outside the factory site for residential purposes.
Permission will be granted only to those promoted foreign companies which are
located in industrial estates or promoted industrial zones which do not have adequate
space for construction of residential facilities. But the residential land must be located
not more than 50 kilometers by main public road from the factory site and permission
will not be granted to own land in the Bangkok area. Executives or technicians are
not allowed to occupy more than 1/2 rai (1 rai = 1,600 square meter) of land per
family and the total must not exceed five rai, except for promoted projects with

investment value over one billion Baht.

Lastly, applying for permanent residence in Thailand. Foreign investors, foreign
experts or technicians, including their families, who can invest or transfer know-how
for the benefit of Thailand are allowed to apply for permanent residence. Criteria

used to vet applicants are as follows:-

Foreign investors need to invest at least Baht 10 million in their project, which is new
and eligible for investment incentive. However, a project which is not eligible for
investment incentive can gain this benefit too, if it is producing for the purpose of
export, increasing employment, utilising indigenous raw materials, locating in
provincial areas or encouraging technology transfer to Thailand. In addition,
investors must hold more than 25% of the registered capital. However, in projects
where the investment value is over Baht 100 million, excluding the cost of land and
working capital, the shareholding criteria can be relaxed. The family members
include spouse, parents and no more than three children who are unmarried and under
20 years old. Foreign investors, who invest in the Thai securities market, must bring

in funds to buy special government bonds, which will not be transferred or redeemed
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for a minimum period of 10 years. The amount required per person for an investor,
spouse and their children is Baht 8 million, 6 million, and 2 million respectively.

Experts possessing technical know-how, having an annual income at least US $
10,000 and being over 20 years old can also apply to stay in Thailand permanently.

This includes their spouse, parents and children.
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Appendix E

Business Cultures and Investment in Thailand

Introduction

Thailand’s economy is a mix of manufacturing, agriculture, mining and tourism.
Traditionally, the Thai economy was based on agriculture. Aftervimplementing the
first Five-Year National Economic and Social Development Plan, which emphasised
import substitution, Thailand diversified from its agricultural base to industrialisation

during the 1980s and 1990s.

Thailand is one of the world’s largest exporters of rice, tapioca, rubber and fishery
products. According to the export-oriented policy of the Thai government, Thailand’s
exports are growing rapidly and expanding into textiles, garments, leather products,
footwear, plastic products, electronic parts and appliances and computer parts.
Tourism has been one of the country’s top 5 foreign exchange earners over the past
decade, recently attracting over 6 million visitors per year and generating over US$ 6

billion in foreign exchange revenues.

Thailand’s international competitiveness is switching from labour-intensive activities
(cheap and hard-working labour) to a highly skilled labour force in order to cope with
high technology in the near future as well as remaining competitive against the
emerging neighbouring economies (China, Indo-China and Indonesia) who have

lower labour costs.

The Thai Economy

The Thai economy has doubled in size over the last six years, with an average annual
GDP growth rate of 9% during the period 1983-1993. GDP growth rates in 1994 and
1995 are 8.5% and 8.7% respectively. In the lgte 1980s, Thailand experienced the
fastest growing economy in the world, growing at a rate of 13%. The highest growth
has been in the non-agricultural sector, e.g. manufacturing and construction.
Agriculture now accounts for only about 10% of GDP, even though it employs around
60% of the labour force.
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Nevertheless, this year the economy has begun to slow. Inflation is now about 7%.
Strong foreign reserves at US$ 34.5 billion have helped to offset concerns about the

current account deficit which reached 8.1% of GDP at the end 1995.

Five-Year National Social and Economic Development Plans
Since 1960, the policies of the Thai Government have been laid out in a series of five-

year plans developed by the National Economic and Social Development Board.

The Sixth Plan (1987-1991) aimed to increase the efficiency of national development,
to improve production and marketing systems by promoting the diversification of the
industrial structure and to promote more equitable distribution of income and

prosperity into provincial regions and rural areas.

The Seventh Plan (1992-1996) places emphasis on a balanced development of all
aspects of the Thai economy and society with three main objectives:- sustaining
economic expansion, reducing income disparities between urban and rural areas, and
developing human resources, improving quality of life, and conserving natural

resources and the environment.

The Eighth Plan (1997-2001) will seek to achieve balanced economic growth with
stability, while seeking to encourage human resource development and improve
infrastructure. Methods of achieving economic growth include planned development
of specific regions (e.g. ESB) within the country and encouragement of foreign

investment. I will now enlarge on these methods.

The Eastern Seaboard (ESB)
The Eastern Seaboard Development Program (ESDP) was launched a decade ago.

The aim is to develop the area into a new economic, industrial, and social base. The

ESDP covers three provinces in the Eastern Region:-

e Rayong has become a centre for modern industry and the preferred location of

major industries.
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e Chonburi is the site of a deep-sea commercial port and various nonpolluting small
and medium industries.
e Chachoengsao was planned to house new residential communities but has recently

been chosen to become the new centre for government offices.

Infrastructure developments for ESB have included expansion of road and rail
networks, improvement of the airport at U-Taphao, building of two deep-sea ports
together with two major industrial estates, Laem Chabang and Map Ta Phut,
development of private industrial estates, water and electricity supply systems and a

telecommunications network. All projects are expected to be completed by the year

2000.

Government and Politics

Since Thailand changed from an absolute to a constitutional monarchy in 1932, the
government has been managed by a Prime Minister and Cabinet who exercise their
authority with the consent of the military who are a powerful force in Thailand. The

current government consists of a coalition of seven parties lead by Chuan Leekpai

(Prime Minister).

This government issued a lengthy policy statement, committing itself to improving

Thailand’s infrastructure, extending compulsory education, providing more primary

healthcare and implementing political reform.

Board of Investment (BOI)

Thailand encourages foreign investment and through the “Investment Promotion Act”
provides significant tax and other concessions to companies granted promotional
privileges by the Thai Board of Investment (BOI). A higher level of investment

incentives generates Foreign Exchange, creates jobs and introduces technology

transfer.

Certain categories are specified for promotion by the BOI from time to time. Once

granted promoted status, certain benefits can be gained, e.g. reduction of import duties

178



on machinery, exemption from corporate income tax and withholding tax for a three
to eight year period, procedures for bringing in foreign staff are simplified and the
percentage ownership of Thai companies permitted by foreign nationals is increased.
Nevertheless, such benefits normally require large minimum capital requirements and

minimum export levels.

Foreign Investment

Thailand has had consistently positive attitudes to foreign investment. The climate for
joint ventures with Thai companies is quite good and JVs have been actively
encouraged by the Government. Thai companies are now gradually moving from a
pattern of traditional family ownership to Western-style corporate structures and
entities. Many Thai companies prefer to enter joint venture to achieve know-how and
high technology, while foreign partners can benefit from entering the Thai market

more quickly, benefitting from lower labour costs and learning more about the culture.

Since the mid 1980s, Thailand seems to be one of the most favourite countries for
foreign investors. The average annual growth in foreign investment was about 25%
during 1987 to 1990. Since 1991, foreign investment has fluctuated due to the world
recession, political instability in Thailand and the emergence of other countries in the
region with lower wages. Foreign direct investment reduced by 27% to US$ 1.6

billion in 1993. See table below.

Net Foreign Directinvestment (Million US$)

(p) (e)
year 1991 1992 1993 1994 1995
Tofal 2014 2117 1654 595 989
By Country
USA 232 464 305 164 362
Taiwan 108 87 61 94 54
Japan 611 337 381 122 366
UK 10 127 161 44 19
Germany 33 24 32 3 29
Hong Kong 453 573 175 128 198
Singapore 253 265 225 -114 -70
Others 313 23 314 126 31
(p=preliminary, e=estimated)
Source- Board of Investment
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As clearly seen, the largest amount of foreign direct investment recently came from

Japan, followed by USA, and Hong Kong.

Exports and Imports

The importance of Thailand as an exporter has increased significantly in recent years.
By the beginning of 1994, it had reached the position of being the world’s 22nd
largest exporter. Exports grew by 20% to US$ 45.3 billion in 1994 and 23% to US$
55.7 billion in 1995. Thailand’s export has benefited from the world economic
recovery. Thailand’s trade deficit last year rose 40% over the previous year to US$
14.4 billion (equivalent to 8.8% of GDP). Exports last year totalled US$ 55.5 billion,
rising 23.4% from 1994. Export increased in every sector, particularly in industrial
products. Imports totalled US$ 68.65 billion increasing 26.4% over 1994. Imports of
capital goods and raw materials increased significantly. One of the reasons for the
current account deficit (US$ 13.3 billion, 1995) was an increase in the import of
consumer products and “luxury goods”. Accordingly, the government has tried to
tackle this problem by increasing import duties on luxury items so that Thais will

spend their income in Thailand and encouraging Thais to save more.

Thailand trades with more than 150 countries around the world. Japan, EU and USA
are its major trading partners, providing 30%, 13%, and 12% of imports respectively.
The two largest markets for Thai exports are USA, and Japan, which account for
respectively, 21% and 17% of the total value exports. As the market in Asia Pacific
has grown rapidly in the last few years, Thais’ trade within the Asia Pacific region has

become bigger and bigger.

Manufacturing exports recently accounted for about 80% of total export value, with
the top five manufactured exports being automatic data processing machinery and
parts, garments, rubber, electronic integrated circuits, footwear and parts. The top five
import items in 1995 were non-electrical machinery, electrical machinery & parts,

chemicals, iron and steel and electronic integrated circuits. See the table below.
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Thailand Top Five Imports, Million Baht[ US$ T = Baht 25.23
1993] 1994] 1995

Non-electrical machinery 168,607] 193,271 258,663
Electrical machinery & parts 110,314 136,765( 170,102
Chemicals 88,2741 108,984 144,377
Iron and Steel 79,901 86,405| 119,612
Elecftronic integrated circuits 48,727] 67,821 93,409

Thailand Top Five Export

Automatic data processing ma- 65,2711100,679] 102,015
chine and parts

Garments 89,594 41,824 61,243
Rubber 29,183] 45,311| 58,163
Electronic integrated circuits 35,550[ 39,261 53,767
Footwear & parts 27,9471 26,065| 52,

Source: Depft of Business Economics, Ministry of Commerce

Banks

There are 15 locally incorporated banks. A number of Thai banks have started to
expand domestically, and internationally, by opening more branches and
representative offices. The establishment of non-Thai foreign banks is subject to
Government control. Fourteen foreign banks are licenced to operate commercial
banking business through one branch each and some 40 foreign banks have
representative offices in Thailand. Pressure from the General Agreement on Tariffs
and Trade to liberalise the entry of foreign banks to set up branches in Thailand, has
resulted in the launch of the Bangkok International Banking Facilities (BIBF)
programme early in 1993. These BIBF entities will be given approval to operate as

full branches of foreign commercial banks.

The Stock Exchange

The Stock Market of Thailand (SET) started operating on 30 April 1970 and has
become a broadly based exchange for equity and debt instruments. In 1992, the
Securities & Exchange Commission (SEC) was established to formulate policies, to
promote and develop, as well as to supervise, matters concerning securities, securities
businesses, the securities exchange, over-the-counter centres and related businesses.

The Thai stock market is growing rapidly but is still small compared to Hong Kong
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and Singapore. The capitalisation of the SET, as a proportion of GDP, rose from 5%
in 1985 to almost 100% in 1994.

Airports

There are 6 major airports in Thailand located in Bangkok, Phuket, Hat Yai, Chiang
Mai, Ubon Ratchathani and U-Tapao. The Thai Government has planned to build the
Second Bangkok International Airport. The project is now expected to be delayed by
about two years and, when completed, will be able to handle 30 million passengers a
year. Bangkok International Airport hosts more than 70 airlines and provides more

than 100,000 international flights each year.

Transportation and Infrastructure

Mass Transit Schemes

- The Metropolitan Rapid System owned by the State Body Metropolitan Rapid
Transit Authority (MRTA)

- The Bangkok Metropolitan Administration concession to develop mass transit
systems has been awarded to the Bangkok Transit System Company Limited (BTSC)

- The Hopewell Group of Hong Kong have won a concession to use the routes of the
State Railway of Thailand (SRT) in Bangkok

Railways

- The improvement of commuter trains services is aimed to convince car owners to
leave their cars behind and instead to use trains into Bangkok.

- High Speed Train. The National Economic and Social Development Board
(NESDB) has commissioned a study by the US company, Wilber Smith, to examine
the feasibility of introducing a national high speed rail system.

- Double Tracking. SRT are keen to construct nation-wide double tracking covering

7,500 km.

Food Processing and Agriculture

Agriculture and agribusiness has continued to be a major cornerstone of the country’s
economy. It is estimated that 60% of the country’s workforce are employed in

agriculture related industries. Thailand is the world’s largest exporter of tinned
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pineapple, (supplying one quarter of world demand), the biggest fishing nation of
South-East Asia, the largest exporter of tuna and tapioca, and the second largest
exporter of rice. Food processing is one of the Thailand’s largest industries giving

rise to an industry worth US$ 4.56 billion a year.

Consumer Goods and Retail Industry

The Bangkok retail business has been transformed into a modern industry with a
growing variety of outlets- convenience stores, super stores, discount stores, speciality
shops, department stores and huge shopping malls. Liberalisation in the service sector
under GATS will continue to attract more foreign investors into the area, which will
bring about increased competition. Foreign companies who have invested in the Thai
retail market include Makro, Seven Eleven, Carrefour, True Value, Auchan,
Hechinger, Woolworth Australia, Watsons of Hong Kong and Tower Records. Since
the Thai Government announced a new cut in import duties on 13 groups of luxury
items, Thailand now offers good prospects for high quality consumer goods. The
Ministry of Finance hopes the current account deficit will fall as Thailand becomes a

new shopping paradise for both local and foreign tourists.

Telecommunications

The Thai Government has a master plan to liberlise the telecommunication industry.
Telephone Organisation of Thailand seem to retain the monopoly on the basic fixed-

line telephone services, at least for the first part of the 8th plan.

Construction

Growth in the construction industry was about 10.75% in 1995. Infrastructure related
construction by both public and private companies will account for 50% of overall
construction investment. A number of mega-infrastructure projects are now
underway, even though some have met delays, e.g. the Hopewell Elevated Train,

Tanayong Electric Train and Second Bangkok International Airport projects.
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Automobile
Fourteen automobile assembly plants were operating in Thailand in 1995, with a
combined annual production capacity of 607,300 units. Large manufacturers are

Toyota Motor Co., MMC Sitthipol Co. and Nissan Automobile Co. See the table

below,

List of Automobile Assemblers and Production Capacity in 1995

ame of Assemblers Production |[Commercial Names
(Units/yr.)
1. Toyota Motor Thailand Co., Ltd. 150,000 Toyota
2. Nissan Automomile Co., Lid 70,000[Nissan
3. Isuzu Motor Thailand Co., [id. 100,000]Isuzu
4. Siam Motor and Nissan Co., [id. 48,000[Nissan
5. Thai Hino Industry Co., Lid. 21,600[Hino, Toyota Dyna
6. MMC Sittiphol Motor Co., L1d. 100,000 |Mitsubishi
7. Sukosol and Mazda Automobile 29,000|Mazda
8. Bangchan General Assembly Co., Lid. 43,200/Honda, holden,

Hyundat, Daihatsu

9. YMC Assembly Co., Ltd.

14,000

BMW

10. Thai-Swedish Co., Lid. 6,600[Volvo, Renault
11. Thonburi Motor Car Assembly Co., Lid. 3,400{Mercedes Benz
12. Union Cars Co., Ltd. 6,500[Shida, Isuzu

13. Honda Cars Co., Lid. 15,000|Honda

14. Motor and Resheng Co., Lid. 200{Daewoo
Source: Commercial Economics Division, Ministry of Industry

Total sales of automobiles in 1994 were 488,070 units, an increase of 7.3% over 1993.
The domestic automobile market is highly competitive. Manufacturers strove to
maintain their market shares by resorting to discounts, turn-ins and additional gifts.
Market shares in 1994 were 89.1% of Japanese cars, 9% of European cars and 1.9% of
Korean cars. Since 1991, the Thai Government has cut import duties sharply on CKD
(Completely Knocked Down) and CBU (Completely Built Up) units of automobile to
encourage the free automobile market in Thailand, yet still many car companies
import more cars from abroad. However, due to the strong Japanese and German
currency, car importers have reduced the number of imported cars and switched to
focus more on assembling and producing cars with foreign partners in Thailand. The

fact that the Per Capita income of Thais is rising enough for Thais to afford to buy a

car leads to more car manufacturing/distribution in Thailand. Added to this, the
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advantage and potential of Thailand’s location in South East Asia, encourages many
foreign investors to invest heavily and to use Thailand as a centre for the distribution

of cars in this region.
What Businessmen Should Know Before Doing Business in Thailand

Social Customs and Etiquette
Thais regard the head as the most honourable, and the feet, the lowest limb, the lcast
honourable part of the body. The following aspects are general things which should

be avoided while talking or negotiating business with Thai people:-

o Foreigners should be careful not to touch people’s heads, (especially someone who

is not your close friend or who is older than you) even in a friendly gesture.

e Don’t talk or pass anything over the head of anyone else and try to avoid walking
between people who are holding a conversation or passing closely in front of an
older person. However, if you need to do so, lower your own head slightly as you

pass.

e [t is considered impolite to use the foot to indicate something/someone (rather use
a verbal indication) or to perform an action such as closing a door.

e Don’t point or slap people on the back

¢ Don’t have one’s hands in one’s pockets because Thais regard it as rude

e Talking loudly is regarded as impolite

e Don’t cross your legs while sitting opposite anyone

¢ Never put your foot on the table or sit on the table

e Never snap your fingers to get someone’s attention and avoid excessive use of the

hands 1n conversation

Greeting and Introductions .

Thais greet each other by pressing the palms together in a prayerlike gesture and
bending their heads down to the hands known as the “wai”. People who are younger
or have a lower position should start the “wai” to older people or higher position who
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returns it at the very first in their greeting. Westerners don’t need to greet by “wai” if
they do not want to or do not feel comfortable. They can shake hands instead and this
is acceptable to Thais. However, foreign men had better wait for a Thai woman to
extend her hand first for a handshake. Some Thai women might be reluctant to shake
hands and they might exchange smiles on greeting instead. In addition, it is not

necessary to return the “wai” given to you by a very small child or by a waitress.

In making introductions, the younger or junior persons are always introduced to the
senior ones. Thai people do not use surnames to address one another, except in very
formal situations. They, Thai men or woman, always address another using the word
“Khun”, followed by the first name. Most Thais have nicknames which are often
shorter than their first name. However, one should not address someone by their
nickname unless invited to do so. This is considered impolite especially while
negotiating businesses. As in other countries, service ranks and professional titles(e.g.

Dr.) are widely used.

Dressing

For business meetings, a business suit or long-sleeve shirt and tie are preferred. It
would be polite and preferable to wear a business suit while meeting with senior
government officials. It is considered polite for men to wear long sleeve shirts
without rolling up their sleeves, to close top shirt buttons and have ties done up to the

top. Shorts, bare shoulders and sandals are .only for sports and the beach.

Men and women should not wear black or black and white shirts during the day as
this colour is generally worn only to funerals. Likewise, foreigners would be asked to
dress neatly when visiting a religious place, i.e. not wearing shorts, sandals and hat.
They should also keep their shoulders covered and never sit in a position where their

feet are stretched out in the direction of a Buddha image.

Thais still frown upon the Westerner’s habit of dressing extremely casualty in hot

climates, e.g. sleeveless T-shirts and very short shorts. Some restaurants,
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governmental offices and hotels may refuse entry to those wearing inappropriate

attire.

Religion

Buddhism is the national religion and is practiced by more than 95% of all Thais. The
remainder are mainly Muslim, Christian or Hindu. All religions are allowed full
freedom of expression. The King is patron of all religions in Thailand. The local

calendar is calculated from the date of the birth of Buddha (543BC).
[AD1996=Buddhist Era 2539]

All Buddha images, even ruined ones, are regarded as sacred objects. The exportation
of Buddha images is forbidden, except with special permission. It is forbidden for
women to touch Buddhist priests/monks. If a woman would like to give anything to a
monk, the monk will spread out a piece of saffron robe or a handkerchief in front of

him, then a woman can lay down the material on the robe which is being held at one

end by the monks.

Business Cards
The exchange of business cards is ritual whenever two or more people are introduced
for the first time individually or at a business meeting. Apart from receiving useful

details, the recipient will also have a chance to check the name and avoid the

embarrassment of having to ask it again.

Communication and Language

Thais communicate among themselves by Thai language (both written and spoken).
However, English is widely used in commercial circles. The desire not to offend and
the fear of losing face leads Thais to a tendency of saying “Yes”, even if the
communication was not understood. Accordingly, foreigners should occasionally

repeat major key points to enhance communication.
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The concept of “Krieng Jai”, avoiding offence, trying to please and not rocking the
boat, could lead to communication breakdowns. Open communication about cross-

cultural aspects in the work place or business meeting should be pursued.

Rude or impolite words and raised voices must be avoided while negotiating business
with Thais because Thais speak softly and gently. Thai nature is normally non-
confrontational. Therefore, the often “pushy” attitude of selling is resented and may

not lead to success. Foreign businessmen need to be patient while negotiating and

trading businesses with Thais.

In addition, Teo Chiew is the principal dialect used by ethnic Chinese and is still often

used by small businesses.

Working with Thai Companies

Employees are likely to give loyalty to an individual rather than to a company. They
will normally wait for instructions from their seniors before acting. They will act only
as far as the instructions go. Their own initiative is frequently avoided for fear that
the superior will not be pleased if it was the wrong initiative. Accordingly, very clear
and comprehensive instructions are essential in Thai companies. Thai workers tend
not to provide feedback or information on implementation problems to their boss, for
fear of negative impact on themselves. As a result, they tend to hide mistakes. Thai

staff tend to resist promotions to other departments with new areas of responsibility.

“Friendship Networks” can be a barrier to team objectives.

Thais do not sign anything in red ink because this is considered unlucky. The Thai
word for Westerner is “Farang”. It is not a derogatory word in itself and is always
heard in day to day conversation. Bangkok traffic is very busy. People try to be on
time but delays are frequent and often unavoidable therefore, a “no-show” is quite

often not out of rudeness.
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Hiring and Firing

Westerners tend to judge candidates mainly by ability, experience, suitability and
professionalism while Thai managers are likely to place more weight on education,
(same school/university), same village and personal ties relationships. Hiring against
the recommendations of Thai managers might lead to internal non-acceptance and
uneasy work relationships. Thai managers can be unhappy about perks for westerners
and their families e.g. to receive long leave, housing allowances, insurance, car and
driver. Accordingly, clear definition of recruitment policies, based on both Thai and
western management needs and styles are very important. Moreover, Thai managers
perception of the value of human resources is different from that of westerners. As a

result, hiring and firing occurs quite often in Thai companies.

Gift
It is accepted to give government officials, senior staff, and VIPs a gift if they are the
guests of honour at an important event. Also, it is Thai tradition to give some gift or

blessing card to superiors/senior staff on the New Year’s day or on their birthday.

Visiting a Thai office

Most Thai offices are open from 8.00 am until 5.00 p.m. Lunchtime is normally at
noon for one hour. Thai government offices operate Monday to Friday, from 8.30 am
to 4.30 p.m. with an hour lunch break. However, because of traffic jams in Bangkok,
Thai officers have been allowed flexibility to choose their working time whether from

7.30, 8.30, or 9.30 and complete their daily work in 8 hours.

Visiting a Thai house

Thais prefer to invite Westerners to entertain at a restaurant rather than visiting their
houses, except those Westerners who are very close friends with them and have
known them quite well for a long period of time. Westerners who are very good
friends with Thais and can be trusted by them are normally very welcome to visit Thai
homes, even without making an appointment in advance. While visiting a Thai house,
Westerners should prepare to take off their shoes before walking into the house.

Meals inside Thai houses are served in the same manner as Chinese, for example, it is
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placed in bowls in the middle of the table and guests are expected to help themselves,
with the host usually leading the way. General Western good manners are perfectly
acceptable on these occasions. It is uncommon for Thais to ask for a response
(“rsvp”) in invitations. For important occasions, telephone follow-up calls are
recommended. Also, Thais rarely send formal thank you notes for an invitation after

the event.

Thailand - the land of smiles

Thais will go out of their way to avoid offending anyone publicly and will often smile
as if in agreement even when they actually disagree or wish to decline an invitation.
Many will avoid saying “no” directly. Sometimes the smile does not always indicate
happiness or amusement. It can be used for several meanings as follows:-
Amusement/happiness, an indication of not understanding, used instead of saying
“thank you”, used instead of saying “excuse me”, used to acknowledge a “wai” from

an inferior.

Monarchy

The monarchy has long been the central unifying spirit in the three institutions of the
country, namely, nation, religion and king. Although the monarch’s absolute power
was ended in 1932, the country is now under a system of constitutional monarchy. It
is not good to comment about the royal family in front of Thais. Some Thais might
talk among themselves about their royal family but resent Westerners doing the same.
In the presence of Royalty no-one is allowed to stand or sit in a higher position to the

Royal.

Climate

Thailand has a tropical climate with a high degree of humidity. Its temperatures range
from 28-36 degrees Celsius. Thailand has three seasons: Hot (March to June), Rainy
(July to October) and Cool (November to February)
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Population

About 60.5 million people live in Thailand, with approximately 8 million ethnic
Chinese who dominate the major businesses. The average annual population growth
rate is about 1.2%. The population numbers in Bangkok are about 7 million (11.5%

of the total population). The literacy rate in Thailand is 80%.

Location
Thailand is located in the heart of Southeast Asia covering as area of almost 514,000
square kilometres. The neighbouring countries are Myanmar- Burma, Laos (the

northeast), Cambodia (the east), and Malaysia (the south).

Workforce and Unemployment

At the present, the workforce is about 34.6 million. The unemployment rate is 2.71%

of the workforce (0.94 million)

There is a need for the Thai universities to produce more engineers for the workplace.
At present, the number of graduate engineers each year is about 5,000 people
compared with NICs like South Korea and Taiwan that can produce 40,000 and

25,000 enginering graduates per year respectively.

Currency: Baht and Per Capita

1992 1993 1994 1995 1996
(estimate)
Per Capita 1782 2012 2150 2733 3083.3
GNP (USS)
GDP Growth 7.4 7.5 8 8.6 83
Rate %

13 Dec 1999; US$ 1 = Baht 38.76
Source: Bangkok Bank Public Company Limited-
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Education
The education system features 5 levels: kindergarten, primary, lower secondary, upper

secondary and higher education. There are many state schools spread throughout
Thailand. Some private schools in Bangkok are conducted in English. A number of

international cooperation programmes have been established in Thailand, especially

with American universities. Joint programmes at an international level are also

available, such as the Sasin Graduate Institute of Business Administration, conducted
jointly between Chulalongkorn University and Northwestern and Pennsylvania
Universities of USA. Also, many British universities have established research and
technical co-operation links with Thai counterparts. Recently, approval has been
granted for the establishment of a British University in Thailand with expertise from

the Universities of Nottingham and Exeter.
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Appendix F

Transaction Cost Theory (TCT)

This appendix reviews previous studies of transaction cost theory, which is recognised
as a significant explanation for the existence of JV and its behaviour. First the
conceptualisation of transaction cost will be discussed, followed by the examination
of organisational failures framework, firms’ choices: markets, organisations or hybrid,

and finally, the limitations and achilles’s heel of transaction cost theory.

A firm, which would like to sell its product overseas, must decide whether to produce
at home and export to the foreign market or to locate its production overseas. Its first
decision will be based on a comparison of delivery costs and is a function of the
relative production costs of the domestic location compared with a foreign location, of
transport costs and of tariff and non-tariff barriers to trade (Hennart, 1991). The
second decision is whether the firm will organise its interdependence with investors in

host countries through market or hierarchical means. Transaction cost theory enters

with this second decision.

Transaction cost theory has been developed over the last two decades and is
increasingly applied to IJVs. It is a useful tool to guide JV firms to compare and to
choose organising methods efficiently so as to mipimise their transaction costs. They
will choose either price mechanisms, through market transaction, or hierarchy, in
association with the alignment of corporate goals and performance. According to

Ouchi (1980), transaction costs arise, principally, when the determination of value of
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the goods and/or services is difficult. This may be due to the underlying nature of
those goods and services or a lack of trust between JV firms. Williamson (1975)
proposes that firms choose how to transact according to the criterion of minimising
the sum of production and transaction costs. Firms may also differ in their production

costs due to the scale of operations, level of skill or ownérship of proprietary

knowledge.

Definition

Transaction costs refer to the expenses incurred in writing and enforcing contracts,
haggling over terms and contingent claims, deviating from optimal kinds of
investments in order to increase dependence on a party or to stabilise a relationship
and in administering a transaction (Kogut 1988; Williamson, 1975). - Walsh (1988)
argues that “transaction costs are the negotiating, monitoring and enforcement costs
that have to be borne to allow an exchange between two parties to take place.”
Robins (1987) defines transaction costs as “those costs associated with an economic

exchange that varies independent of the competitive market price of the goods or

services exchange.”

Organisational failures framework

Organisational failures framework leads firms conducting businesses abroad to realise
the need to understand and implement effective governance mechanisms (either
market or hierarchy). For example, firms should consider whether they should have

wholly-owned subsidiaries (hierarchy mode), contractual agreements with local
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agents (market mode) or establish joint venture (hybrid mode) to minimise their

transaction costs.

Williamson has looked at organisational failures framework. This occurs when the
transaction costs of undertaking an exchange through the market outweigh the
bureaucratic costs of managing an exchange within a hierarchy (Jones and Hill, 1988;
Williamson, 1985), resulting in market failure. He listed the six main factors which
create transaction difficulties (Walsh, 1988). These factors explain the need for
organisational hierarchy. These factors include bounded rationality, uncertainty,
information impactedness or asymmetry, a small number of agents/amount of

bargaining, opportunism and asset specificity.

Bounded rationality refers to human behaviour that is “intendedly rational but only
limitedly so” (Simon, 1961). Williamson (1975) identifies two limits on rationality:
neurophysiological and language. Neurophysiological limits are the physical limits of
the human brain to receive, store, process and manipulate information. Simon (1957)
observes, in this connection, that “it is only because individual human beings are
limited in knowledge, foresight, skill and time that organisations are useful

instruments for the achievement of human purpose.”

Language limits, on the other hand, are the difficulties of individuals to effectively
express their knowledge or feeling in words, numbers or graphics to make others
understand.  Conducting joint business under (contingent claims) contract,

firms/individuals are faced with ex ante costs:- the cost of writing/drafting the
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contract, the cost of negotiation and the cost of failure to foresee contingencies. At
contract execution stage, firms/individuals will also encounter ex post costs such as
the cost of renegotiation (contract) and the cost of enforcing the contract (Kreps 1990;
Williamson 1975; Jones and Hill 1988). In the case of IJVs, there is the added
limitation of communication in two or more languages with' all its potential for
misinterpretation. It will be costly for individuals to contemplate, specify, foresee and
contract for every contingency that might happen during the lifetime of the contracts.
Also, because complexity and uncertainty influences environmental changes in
unpredictable ways (e.g. high price fluctuation), the bounded rationality of individuals
makes it impossible to specify such a complete contract. Nevertheless, it is suggested

that frequent interaction, long time horizons and high behavioural transparency could

lessen this uncertainty (Parkhe, 1993).

In the situation where outcomes are highly uncertain, contract and monitoring
problems will arise and unless a suitable commitment can be devised, internal

organisation will be the most appropriate response (Akerlof 1970; Williamson 1985).

If ex ante (e.g. measurement costs) and ex post costs (e.g. enforcement costs) are too
high, firms are likely to conduct businesses internally under directives of legitimate
authority representing firms’ owners. For example, because of arms-length
transaction costs, MNCs may prefer to use hierarchy as a mode of control by

vertically integrating their businesses (e.g. having wholly-owned subsidiaries instead

of licensing).
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Williamson (1988) refers to information impactedness as “a condition of information
asymmetry where one of the parties is better informed than the other and it is not
possible to achieve information parity between them or to appraise a third party,
except at significant cost.” Information asymmetry is another crucial factor
influencing firms conducting market transactions. It can limit the efficiency of
negotiated solutions to competitive market failure (Miller, 1995). As an example, if a
buyer cannot distinguish ex ante between good and bad quality, such as in the second-
hand car market, he will tend to reduce his offer price to reflect high risk. Thus, the
seller who possesses a high-quality car will disappear from the market. The second-
hand car market, will then be dominated with increasingly poor quality cars, resulting
in market failure (Akerlof, 1970). The problem of uncleared information in this
example might be overcome if buyers call for experts (e.g. mechanics) to estimate the
value of used cars. The cost of finding a trustworthy mechanic and paying for his
services is a cost of transacting that manifests the inefficiency caused by the
information asymmetry (Miller, 1995). On the other hand, the car sellers can offer a
free insurance to buyers for a certain period (let says 6 months) to guarantee against
the poor quality of cars. Quality and information would be improved but, on the
downside, this would lead to sellers facing increased costs, which in turn would lead

to increased prices.

In ‘sequential spot contracting’, the exchange relationships in goods and services are
unique and the suppliers (e.g. licensees, agents) possess specialised knowledge of how
to supply the customer best and most efficiently. Suppliers acquire this knowledge

over time and in doing so gain first-mover advantages (Williamson, 1975), which
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enable them to bid more effectively on subsequent contracts than any potential

competitor can. Therefore, potential competitors will not waste their time bidding.

This brings a situation of ‘a small number of agents/amount of bargaining’ where only
a few or even only one buyer and seller exist (Williamson 1975; Ouchi 1980). In
small number conditions, the cost of switching partners will be high and one party can
be held to ransom by another (Klein et al., 1978). This small numbers exchange
relationship is included as a key characteristic of asset specificity (Englander, 1988).
Under this condition, competitive pressure will disappear, leading the small number of
suppliers who behave opportunistically to claim higher costs and provide poor quality
of work. According to Goffman (1969), opportunistic behaviour involves making
“false or empty, that is, self-disbelieved, threats and promises” in the expectation that
individual advantage will thereby be realised. This highly opportunistic behaviour
could lead firms to experience diminishing performance levels (Coase, 1937). In the
context of licensing, when behaviour or output constraint is difficult to control,
licensees may behave opportunistically (a free ride), thus resulting in licensors losing

their firm-specific advantage in technology, know-how and reputation to rivals.

In order to maintain the exchange relationships, suppliers and sellers will experience
substantial expense in buying information and proving the costs or performance of
one another. If these information and transaction costs are too high, the market will
fail and influence sellers/producers to switch to a superior mode of allocation, such as
the one Williamson (1975) calls “hierarchy” or “internal organisation.” Beamish and

Banks® (1987) statement also supports Williamson’s. They argue that because
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transaction costs must be borne as a result of conducting business in imperfect
markets, it will be more efficient for firms to use internal structures rather than market
intermediaries to serve a foreign market. Maitland et al. (1985) also suggest that
internal organisation may be an efficient way for parties to exchange because “it is
based on a strictly economic calculus of the returns to themselvés and not according to
some standard of fairness”. Ouchi (1980) predicted that internal organisation would
be found to be associated with performance ambiguity. Williamson (1975), on the
other hand, stated that internal organisation is only of secondary importance and then
suggested that it is job idiosyncrasy - that is “significant job-specific skills and related

task or specific knowledge” - that effectively explains internal organisation.

Asset specificity refers to assets (e.g. site/locational, physical, or human) which are
specialised to a specific transaction and can be used only at lower value in alternative
applications (Chiles and Mcmackin, 1996). It is the third type, human asset
specificity, in which Williamson (1982) holds particular interest: “additional
transaction specific savings can accrue at the interface between suppliers and buyers,
as contracts are successively adapted to unfolding events and as periodic contract-
renewal agreements are reached.” According to Heide and John (1992), they are

assets dedicated to a particular relationship and involve sunk costs that would be non-

recoverable in the event of termination.

Granovetter’s (1985) idea described social networks and interpersonal relationships,
between parties to an exchange, as mechanisms for attenuating opportunism.

Axelrod’s experiment (1984) involves the elimination of poorly performing

199



competitors by an evolutionary selection mechanism. Hill (1990) developed these
theories to consider the co-operative and trusting relationship of partnering firms. His
assumptions differ from Williamson’s (1985) who assumes that “if asset specificity is
high, the risk of opportunism is often great enough to warrant replacing the market
with a hierarchy.” He points out that even though large numbefs of bargaining
partners exist, natural selection and recurrent contracts will result in only effective
actors surviving. This can lead to a small number bargaining situation. As a result, in
the long run “the invisible hand of the market will delete opportunistic actors even
when the focal exchange is characterised by substantial asset-specific investments and
high switching costs, even when the focal market is not competitive.” Furthermore,
Williamson suggests that vertical integration of (JV) firms has proved to be an
imperfect solution to the problem of structuring exchanges involving transaction
specific assets. Hill (1990), on the other hand, underlines three conditions in which
organisations can achieve a durable advantage over such highly sophisticated markets:
in highly uncertain outcomes of transaction; when reputations are hard to establish;

and when the short-term gains from entrepreneurialism are large.

In the long run, firms behaving opportunistically towards a supplier might find their
ability to compete in the end market limited by higher costs, which are the direct
result of a lack of co-operation with their suppliers. As an example, in the automobile
industry, auto part suppliers are often required to make transaction specific
investments (assets) so as to serve individual aﬁto companies. Williamson (1985)
defined opportunism as “self-interest seeking with guile.” Klein et al. (1978) argues

that this transaction-specific investment creates a significant “hold-up” potential,
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which could be exploited opportunistically unless appropriate safeguards are
designed. Additionally, transaction-specific investment incurs high switching costs
leading to suppliers’ high exit barriers. This results in suppliers’ being vulnerable to
incurring opportunism from the large auto manufacturers, e.g. Chrysler compelled its
parts suppliers to cut their prices by 2.5 percent, ignoring pricing contracts as well as
weeding out suppliers who did not obey. In contrast, the Japanese auto manufacturers
who have implemented just-in-time inventory systems recognised and nurtured co-
operative long-term relationships with their parts suppliers. Consequently, their cost
saving on parts, materials and service is more effective than U.S. competitors, leading
them to success (Hill, 1990). Afterwards, Hill (1990) showed that the ratio of
opportunistic behaviour to co-operation and trust in the auto industry is declining
through the imitation of successful behavioural repertoires e.g. those of the Japanese.
As this ratio declines, so does the need for safeguard contracts to check opportunism.
From an evolutionary perspective, this suggests that, over time, co-operation and trust,
rather than opportunism will dominate throughout firms’ exchange activities. Thus, in

the state of competitive equilibrium, one might not be able to observe opportunism.

Abnormally high transaction costs arise because market agents try to take advantage
of the company’s lack of complete knowledge and inability to specify all possible
future transaction contingencies (Beamish and Banks, 1987). Joint ventures seem to
be very attractive for companies, as revenue-enhancing and cost-reducing
opportunities. However, according to intemalisatic;n theory, companies should avoid
entering joint venture, since it is inferior to wholly-owned subsidiaries, which allow

companies to maximise the return available on its ownership-specific advantage

201



(Killing, 1983; Harrigan, 1985). Beamish and Banks (1987) suggest that JVs which
conform to certain conditions and structural arrangements, as set out below, can
actually provide a better solution to the problems of opportunism, small numbers
dilemma and uncertainty in the face of bounded rationality than wholly-owned
subsidiaries. In order to justify the utilisation of international JVs within the
internalisation framework, Beamish and Banks (1987) define two essential
conditions:- the firm possesses a rent-yielding asset and the joint-venture
arrangements are superior to other means for appropriating rents from the sale of this

asset in the foreign market (Teece, 1985).

Although, high transaction costs are involved and restrictions are applied to the
transfer of the MNE’s intangible assets, these will be more than offset by the
enhanced revenue potential of its assets as a result of entering the JV. Beamish and
Banks (1987) also suggest that in situations where a joint venture is established in a
spirit of mutual trust and commitment to its long-term commercial success,
opportunistic behaviour is unlikely to emerge. In addition, the cumulative effects of
their past behaviours may help build a reputation that influences their interaction, thus

attenuating fear of opportunism and modifying their behaviour (Kreps, 1990).

Furthermore, supporting inter-organisational linkages of MNEs, such as mechanisms
for the division of profits, joint decision-making processes and reward and control
systems, can reduce self-seeking pre-emptive behaviour (Williamson, 1983). In the
absence of local partner opportunism, this small numbers situation could result in

much less serious transactional difficulties than normally might be expected. The
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problem of uncertainty can also be handled efficiently within some international joint
ventures. By pooling and sharing information through the mechanism of a joint
venture, the MNE can reduce uncertainty at a lower long-term average cost than
through purely hierarchical or market approaches. Although bounded rationality

continues to be a problem, a purely hierarchical mode of transacting would not

represent this problem alone.

It can be seen that JVs can be used as a device to bypass an inefficient market for

intermediate inputs. Intermediate inputs, sold in imperfect markets, are likely to

include raw materials and components, knowledge, loan capital and distribution

services. The issues of knowledge and distribution can be explained in more detail.

Firstly, knowledge is costly to exchange because of buyer uncertainty. The buyer of
knowledge cannot be told, prior to the sale, the exact characteristics of what he is
buying. Some types of knowledge are quite difficult to put on paper, such as the
intimate knowledge of local customs, markets, politics and people which comes from
having lived in a specific country. This tj/pe of knowledge has been called tacit
knowledge which cannot be embodied in designs, specifications and drawings, but
instead, is embedded in the individual possessing it. When knowledge is tacit, it
cannot be transferred in codified form. Its exchange must rely on intimate human
contact. Because it is tacit, it is never licensed, but is transferred through JVs between
the majors and entrants into the industry (Hennart, 1988; Stuckey, 1983). Therefore,
JVs are likely to be a good choice for companies to communicate both tacit

knowledge and patent rights whilst these are rarely done by others (e.g. licensors)

(Killing, 1980; Hennart, 1988).
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Distribution is another important issue to be discussed. The distribution of a product
needs both an investment in knowledge and physical facilities, e.g. warehouses, stocks
of finished products and components, repair facilities, offices or retail stores.
Distributors need to establish a reputation through advertising or direct selling, adapt
products to local taste and learn to demonstrate and service/repair them. Accordingly,
distribution involves set-up costs, which vary from small to substantial, depending on
the type of products sold. Joint venture might be a good choice for companies to
reduce these costs and gain quick knowledge of distributing the product. Xogut and
Singh’s (1985) database shows that 42% of the JVs entered by foreigners in the U.S.
between 1971 and 1983 are for marketing and distribution, whilst Jacque (1986)

found that close to 60% of U.S. joint ventures in Japan were of that type.

Nevertheless, some limits to the relative efficiency gains provided by joint ventures
must be considered. Firstly, the MNE can become biased toward the maintenance of
its initial arrangements with the joint-venture partner, without considering the long-
term profit or cost implications. Secondly, there is the risk of leakage of proprietary
knowledge which can happen in one of two main routes: a local employee may resign
and use knowledge acquired in the JV to establish a competing company or the local
partner may decide to dissolve the arrangement and use the knowledge gained through

JV as a basis for continuing to serve the local market through his own organisation.
As clearly seen, the first type of leakage is hard to prevent but the second is easier to

control because pirating MNE’s existing technology will mean that the local partner

loses access to export markets, ongoing technological developments, trademarks,
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marketing skills and possibly specialised raw materials and loss of reputation if word

gets round about this action.

Moreover, some problems might arise whilst companies are sharing the trademark. A
company’s image and reputation is a public good whose quality may not be evaluated
before its purchase and buyers will be willing to pay a premium for trademarked
goods and services. However, a distributor (a joint venture partner) may have strong
incentives to free ride on that reputation by debasing the quality (e.g. selling stale
merchandise) of the products bearing the trademark. In that case, a free rider will only

shoulder a small fraction of the costs, while appropriating the full benefits of

debasement (Hennart, 1988; Caves, 1982).

Firms’ choices: markets, organisations (e.g. bureaucratic hierarchies and
hierarchical clans), or hybrid

Hierarchy and the price system are two distinct methods for organising transactions,
each with particular costs and benefits. Markets and firms/organisations are
institutions which use one or both of these methods (Hennart, 1993). In hierarchy,
individuals will be directly controlled by imposing behaviour constraints and
information will be centralised, whilst in markets, outputs are indirectly measured by

price mechanisms and information is decentralised.

Looking at “organisation”, (JV) firms might be able to avoid market transaction costs:
information costs (the cost associated with an estimation of the true value of goods

and services), cheating costs (the cost of measuring output and the losses due to fraud

205



when measurement is imperfect), enforcement costs (ex post) and bargaining costs (ex
ante). However, instead they face internal organisation costs. Management
costs/hierarchical costs, information costs (e.g. the agency problems concerning
information asymmetry between owners and managers) and shirking costs (the sum of
the cost constraining behaviour and the residual amount of shirking due to behaviour
constraints) also arise in bureaucratic mechanisms. In addition, measurement costs
and contract safeguard costs will arise whenever (JV) firms enter contractual
agreements. Accordingly, the offsetting costs from both methods may be a significant
indicator for (JV) firms to efficiently implement/choose modes of governance
structure. In market relationships, the price system experiences low shirking but high
cheating costs, whilst organisational hierarchy faces low cheating but high shirking

costs (Hennart, 1993).

Ouchi (1980) stated that transaction costs can be a solution to the problems (e.g.
control and evaluation) of co-operation between (JV) firms in the realm of economic
activity. In his view, the fundamental problems of co-operation in 1JVs, derive from
the fact that IJV firms/individuals have only partially overlapping goals/objectives.
Williamson (1983), on the other hand, comments that parties co-operate, or abstain
from co-operating, based purely on a calculation of the expected returns to
themselves. Nevertheless, in order for JV firms to achieve high performance, e.g. cost
minimisation or profit maximisation, the diverse interests in corporate goals need to
be efficiently and effectively controlled. Simon (i945) suggested that it is impossible

for (1IJV) firms to achieve a completely co-operative effort. Therefore, JV firms need
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to carefully pay tribute to their efficiency to minimise transaction costs (Williamson

1975; Ouchi 1980).

Ouchi (1980) also contends that the transactions cost approach may help (JV) firms to
clarify the conditions, such as goal incongruence and performance ambiguity, which
give rise to the costs of mediating/controlling exchanges between firms or individuals.
Three governance (mediation/control) mechanisms arise as a result of a different
combination of those conditions: markets, bureaucracies, and clans (Ouchi 1993).
Markets is an efficient mode when performance ambiguity and goal congruence is
low. Bureaucracies are the preferable mode for IJV firms when both goal
incongruence and performance ambiguity are moderately high. As bureaucratic
mechanisms fail due to tasks becoming highly unique, completely iterated or
ambiguous for other reasons, ‘Clan’ mechanisms will become a more efficient mode
for IJV firms, especially when goal incongruence is low and performance ambiguity is

high.

The fundamental control problems in market transaction are the (JV) firms’ abilities to
measure and reward each employee’s contribution. In bureaucratic transactions, (JV)
firms rely more on a close evaluation with a socialised acceptance of common
objectives. Clans rely on a complete socialisation process which effectively

eliminates goal incongruence between each employee (Ouchi, 1979).

Under certain conditions, markets will be an efficient mode because they can mediate

without paying the costs of managers, accountants or personnel departments. Market
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transactions (the sum of information, enforcement and bargaining costs) take place
between two joint firms and are mediated by price mechanisms/incentives (e.g.
reward, piecework, price scheme, or commission). For example, in market
transactions, purchasing agents (buyers) simply put each item out for competitive bids
and permit the competitive process to define a fair price. On t'he other hand, if
purchasing agents ignore market information and rely instead on their own internal
evaluation of the particulars of each bid, they might experience a significant cost
disadvantage because of greater administrative overheads incurred. In a perfect
market, price will represent the true value of goods and services where buyers need no
further information. Then, JV firms can easily reward their employees/agents
(representatives who distribute the products) in direct proportion to their
contributions/outputs. In other v.vords, employees/agents who produces low outputs

are paid low wages, on the basis of fairness.

Another example is the use of ‘reps’ - called manufacturer representatives in the
market mechanism. ‘Reps’ are independent contractors who pay their own sales
expenses and are paid commission on the sales they make. As the use of ‘reps’ frees
manufacturers from having to direct and monitor the behaviour of salesforces
(Anderson, 1985), therefore, they are able to reduce shirking costs, but switch to
experience higher cheating costs. Salespeople are only interested in maximising their
own income and minimising some aspects of their performance (e.g. product
demonstration, instruction and after-sales ser\./ice). These are the aspects which
demand a great deal of time and effort but are difficult to observe and control

(Hennart, 1993). They are also likely to sell products to smaller, regular accounts
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instead of new ones, thus limiting the market (Anderson and Oliver, 1987).
Accordingly, using ‘reps’ will be efficient when simple measures of output (e.g. sales
volume) are adequate indices of selling performance and whilst selling behaviour is a

poor guide to performance.

Hennart (1991) points out that “market transaction costs would be zero, if knowledge
were perfect and individuals perfectly honest.” However, in practice, it is quite
difficult to have such a perfect market, so information problems will arise. Also, if
the items purchased are unique (asset specificity), buyers will face problems of
opportunism due to the small numbers of potential sellers/manufactures existing
(natural selection). As a result, firms might need some form of control, through a
process of bureaucratic surveillance, so as to minimise their transaction costs. In the
contingent claims contract, the bounded rationality of each employee/agent
(representing manufacturers) makes it impossible to specify such a contract

completely.

The lack of equitable rewards will influence employees in IJV firms to adjust their
efforts in such a manner that all will be somewhat worse off (Simon, 1957). The
normative requirement of the market is a norm of reciprocity. Gouldner (1961) refers
to norms of reciprocity as “one of only two social agreements that have been found to
be universal among societies across time and cultures.” Without such norms, trading
firms need to exert a great deal of effort in setting the contractual terms of exchange in

advance (ex ante) and in auditing the performance of the other party afterwards (ex
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post), thus resulting in high transaction costs. Therefore, a norm of reciprocity

underlines all exchange mechanisms.

Organisation exists because it can mediate economic transactions between its
members at lower costs than a market mechanism can (Williamson, 1975). In
contrast, Conner and Prahalad (1996) argue that firm organisation can exist because
knowledge-based transaction costs are independent of the opportunistic considerations
explored by Williamson. Blau and Scott (1962) define a formal organisation as “a
purposive aggregation of individuals who exert concerted effort toward a common
and explicitly recognised goal”. Simon (1945) argues that individuals within

organisations always have a different understanding of goals.

Organisations can achieve effective employee control through either going to the
expense of searching and selecting people who fit its need or taking people who do
not fit its needs and going to the expense of putting in place a managerial system to
train, monitor and evaluate them. Then, rewarding them on the basis of behaviour
(inputs) (Hennart 1993; Ouchi 1979). However, less competent employers, with
limited knowledge, will have to devote more resources to learning what employees
must do and to monitoring, than more competent employers. Therefore, one would
expect greater use of price methods when management incurs high costs in gathering
information on workers’ production and in monitoring their behaviour than when

management can perform these tasks cheaply.
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In a bureaucratic organisation, individuals contribute labour to a corporate body which
mediates the relationship by placing a value on each person’s contributions fairly and
then compensating him (Ouchi, 1980). A bureaucratic organisation basically operates
under a system of hierarchical surveillance, evaluation and direction. Moreover, ‘fiat’
as one of the distinguishing features of hierarchies, empowered by unified ownership
(Williamsom, 1992), will be an enormously efficient way to resolve any disputes over
mutual obligations of JV firms, rather than by costly bargaining (Williamson, 1975).

Its advantages over market relationship are as follows:

Firstly, it uses the employment relationship which is an incomplete contract.
Employees (e.g. workers, salespeople) agree to receive wages in exchange for
allowing superior officers to direct their work activities and monitor their work
performance (within some domain or zone of indifference), thus reducing the
opportunism. Simon (1957) agrees and further states that employers pay workers a
premium price, which compensates them for performing duties which are significantly

more distasteful to them than those which are implied in the employment contract.

Secondly, it reduces the selfish interest of individuals and creates an atmosphere of
trust between employees because they learn that long-term relationships will reward
good performance and punish poor performance. As a result, firms will achieve high
goal congruence and performance. In other words, it reduces opportunism and the
need to monitor their performance. In contrast to market relationship, employment of
salaried salespeople can involve high shirking costs because there is no relationships

between behaviour and outcome. In other words, salespeople have no incentive to sell
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. large quantities because no matter how much they can sell, they still receive the same

salary.

In contrast to market mechanisms where an informal requirement is prices,
bureaucratic mechanisms informally require ‘rule’ (e.g., budget, or cost standard). In
any case, ‘rules’ differ from prices in the sense that they are paﬁial rather than
complete bundles of information (Ouchi, 1979). The information necessary for
employees to complete their task is also contained in ‘rules’ concerning processes to

be completed or standards of output or quality.

‘Clan’ (type Z organisation) can be an effective form of control, as it minimises risk
premium (in employment, the relationship between employers and employees), goal
incongruence and can tolerate high levels of performance ambiguity. Because the
‘clan’ system lacks the explicit price mechanism of the market and the explicit rules
of bureaucracy, therefore, it relies on a deep level of common agreement between
members on what constitutes proper behaviour (Ouchi, 1979). According to Kanter
(1972), ‘clan’ displays a high degree of discipline which could not be achieved
through contractualism or surveillance but rather is an extreme form of belief. In
contrast, the ‘clan’ information system will be infeasible as a central mechanism of
control, in modern organisations, in the situation of heterogeneity or high turnover of

employees (Ouchi, 1979).

‘Clans’ have normative requirements of common values and beliefs, added from

bureaucracies underlined by a norm of legitimate authority. Whereas legitimate
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authority in a bureaucracy normally takes the ‘rational/legal’ form, ‘clans’ tend to take
the ‘traditional’ form (Blau and Scott, 1962). However, ‘clans’ are also likely to fail

in situations of increasing high performance ambiguity and goal incongruence.

A distinct example of industrial ‘clans’ can be found in Japanese firms. Both the
governmental and the private organisations of the Japanese, will rely on common
socialisation into the values and beliefs of a homogenous culture. Japanese firms are
likely to hire employees on a lifetime basis. The Japanese experience stable or long-
term employment. They also tend to hire inexperienced recruits (e.g. new graduate
students), socialise them intensively to accept the company views and goals as their
own, and then compensate them based on seniority, number of dependents and other
non-performance criteria (Wilkins and Ouchi, 1983). These processes, therefore,
encourage employees to high internal commitment, thus reducing the need for explicit
supervision, co-ordination and evaluation (Ouchi and Price, 1993). Subsequently,

they can avoid many costly forms of auditing and surveillance (Ouchi, 1979).

In reality, under limited conditions, due to the high transaction/organising costs of
using either pure market or hierarchy mechanisms, (JV) firms will tend to employ
‘hybrid’ modes of control: combining price and behaviour constraints (e.g. long term
contracting, joint venture, alliances, complicated corporate structures, franchising,
reciprocal trading, regulation, etc). Market transfer of knowledge, through licensing,
is often accompanied by various restrictions on the behaviour of the technology buyer.
These curtail his rights to export the product manufactured under license (Caves et al.,

1983). In the same way, employment relationships which consist of directive
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behaviour sometimes use prices to indirectly control some aspects of that behaviour
(Hennart, 1993). Piece work schemes, bonus, reward and commission paid to
employees (e.g. workers, salesforces) in addition to fixed salary when using both
organising methods. Diminishing returns are an example of the result of this type of
arrangement. Also, contracts signed by manufacturers with their overseas reps may
stipulate minimum input requirements, covering the amount of travélling, advertising
and showing; limit the amount of stock to be held by the rep; require reps to employ
engineers or salesmen with technical knowledge of the manufacturer’s products; and
give the manufacturer the right to refuse orders, to monitor stocks and to inspect the
sales records (Nicholas, 1983). Other requirements may include inside contracting
and profit centres (allowing sub-unit managers free autonomy to maximise their
profits using transfer pricing, but controlling them in the quantity of inputs and

outputs).

Additionally, some organisations in the public sector, in service industries and in fast-
growing technologies, may not fit the requirement for either behaviour control or

output control. Therefore, a hybrid mode of control might be preferable.

The limitations and Achilles’ heel of transaction cost theory

Williamson (1975) who is the most influential, and who adheres solidly to TCT, has
been highly credited for his valuable contributions. However, he is not without his
critics, especially regarding his adoption of the behavioural assumption of
opportunistically inclined parties. In contrast to Williamson’s viewpoint, Madhok

(1996) claims that the reasons for market failure are not related to opportunism and
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explains that firms shift their governance decisions from the “market failure because
of opportunism” to the “failure (or success) of firms because of bounded rationality”.
He also notes that “the notion of the firm as a bundle of transactions or contracts is an
inadequate and shallow basis for a theory of the firm since it basically ignores the
essential notion of the firm as a bundle of knowledge, and the underlying processes
therein”. He then suggests that organisational, capability-based Iogic can provide an
alternative and complementary explanation to TCT for understanding boundary and
governance decisions. Similarly, Conner and Prahalad (1996) argue that “frictions
between economic actors can occur without opportunism, because of inevitable,

irreducible differences in their knowledge.”

Moran and Ghoshal (1996) note that effective organisations seem to replace hierarchy
with institutional forms of governance that foster a framework of attitudes which
move people away from opportunism and closer towards attitudes that encourage the
confidence necessary for effective collaboration between its members ( North, 1990).
In contrast to Williamson (1975), who views opportunism both in the sense of an
attitude and in the sense of a behaviour, Ghoshal and Moran (1996) infer that
opportunism (i.e. the attitude) is considered to be a fixed trait, unaffected by context,
and is independent from the effect on opportunistic behaviour (i.e. ‘behavioural

manifestation’).
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