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ABSTRACT 
 

Corporate s ustainability is  b ecoming essential f or b usiness l eaders. 

Because of  t he uns ustainability o f m any a spects of  t oday’s w orld, c orporate 

sustainability h as be en widely di scussed among co rporate l eaders. There are m any 

approaches of principle of sustainability such as Rhineland capitalism. More recently, 

Avery a nd B ergsteiner introduced t he c oncept of  “ Honeybee” l eadership, w ith 2 3 

practices; facilitate o utcomes th at g o b eyond th e tr iple b ottom lin e c onsisting of  

environmental sustainability, corporate social responsibility and financial success. 

This paper attempts to study on ho w pharmaceutical organization sustains 

its pe rformance a nd bu ilding i ts r eputation a mong i ndustry. This s tudy examines 

business practices of Baxter Healthcare (Thailand) Co.,Ltd to determine if there is a fit 

between Sustainable Leadership practices and company’s practices. Baxter Healthcare 

(Thailand) Co.,Ltd, is an international pharmaceutical company, states in top ten rank 

of P ReMA( P harmaceutical r esearch and m anufacturers as sociation) pharmaceutical 

company in Thailand, company i s t he l eader o f peritoneal d ialysis (PD) and has t he 

highest growth among pharmaceutical industry. Therefore i t i s interesting to be  case 

study for analysis. After investigate and analyze in all data provided, data shows that 

the company practices closely fix the Honeybee practices. This is the key factors drive 

company performance to achieve goals and can sustain in the relevant market. 

KEY WORDS: HONEYBEE / SUSTAINABLE LEADERSHIP / SUCCESSION 

PLAN/ SELF-MANAGEMENT  
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CHAPTER I 

INTRODUCTION 

 

 

Corporate s ustainability ha s be en w idely di scussed a mong c orporate 

leaders and bus iness p rofessionals. Although i t i s a n i mportant i ssue, only a  f ew 

approaches to corporate sustainability have been examined in the Thai context. 

The pr esent s tudy t herefore a dopts Avery and Bergsteiner’s S ustainable 

Leadership concept that has been supported by previous studies as a relevant approach 

to c orporate s ustainability i n Thailand. The s tudy examines bus iness p ractices of  

Baxter Healthcare (Thailand) Co.,Ltd to determine if there is a fit between Sustainable 

Leadership p ractices an d t hose o f t he cas e co mpany. B axter H ealthcare ( Thailand) 

Co.,Ltd is an international pharmaceutical company which sustain the lives of people 

with p harmaceutical a nd bi otechnological pr oducts, i t i s t he e xpertise i n m edical 

devices. B axter s tates i n t op t en r ank of  P ReMA (Pharmaceutical r esearch an d 

manufacturers as sociation) p harmaceutical co mpany i n Thailand, co mpany i s t he 

leader of peritoneal dialysis (PD), CRRT and hemophilia products. 

To de termine t he r esearch que stion, t he l iterature r eview o f pr evious 

studies on S ustainable Leadership o rganizations in Thailand i s in Chapter 2, a nd the 

research methodology is explained in Chapter 3, which included the collected method 

and data analysis. Chapter 4 shows the finding of this research, includes details. While 

discussion of  f inding a nd c onclusion w ith pr actical r ecommendation t o e nhance t he 

prospect of corporate sustainability for case study shows in Chapter 5. 
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CHAPTER II 

LITERATURE REVIEW 
 

 

In or der t o unde rstand t he c ontext of  s ustainable l eader phi losophy, t his 

chapter c ontains 4  s ections w hich i s de scribes ba ckground of  s ustainability, t he 

definition of  s ustainable l eadership, s ustainable Thai c orporate where w ere 

approached, and comparative analysis among Thai corporation study. 

 

 

2.1 Introduction 
Corporate s ustainability i s be coming i ncreasingly e ssential f or bus iness 

leaders, dr iven b y m any f actors i ncluding s hortages of  energy a nd r esources, gl obal 

warming, une thical c orporate pr actices, a nd e nhancing c orporate r eputations ( Wong 

and Avery, 2009) . Because of  the unsustainability of many aspects of  today’s world, 

the dynamics of development that will apply to the future is not the linear dynamics of 

classical exploration but the nonlinear chaos dynamics of a complex-system evolution 

(Lazlo, 2006) . The changing worldview i s forcing us  t o examine old metaphors and 

consider new way of living and organizing. The prior study (Robert, 2012), compared 

a m atched s ample of  180 U S-based c ompanies, 90 of  w hich c lassify a s hi gh-

sustainability and another 90 as low-sustainability. The classification was based on the 

adoption of environment, social, and governance policies in the 1990s that reinforced a 

cultural c ommitment to s ustainability. They found t hat hi gh-sustainability 

organizations w ere s ignificantly m ore l ikely t o a ssign r esponsibility t o t he boa rd of  

directors for sustainability and to form a separate board committee for sustainability. 

These companies w ere al so a re m ore l ikely to m ake executive co mpensation a 

function of  e nvironment, s ocial, a nd e xternal pe rception ( e.g. c ustomer satisfaction) 

metrics. S econdly, t hey f ound t hat hi gh-sustainability companies pa id pa rticular 

attention to  th eir r elationships w ith s takeholders s uch a s e mployees, c ustomers a nd 

NGOs r epresenting civil s ociety t hrough a ctive pr ocesses of  e ngagement. Thirdly, 
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high-sustainability companies are more likely to measure and report on environmental 

and social metrics in addition to their financial results. Their external communications 

are a lso m ore l ong t erm or iented. N ot s urprisingly, t he hi gh-sustainability 

organizations have more l ong-term investors every company’s desire t han their l ow-

sustainability counterparts. These differences in behaviour are reflected in differences 

in f inancial pe rformance. C ompanies t hat m anage t heir environment a nd s ocial 

responsibility have superior financial performance and actually create more value for 

their shareholders. They do this by attracting and keeping better and more committee 

employees a nd ha ve m ore l oyal c ustomers. O ver l ong t ime, t hey will pr eserve t heir 

licence t o ope rate, s omething w hich i s de eded t o t hem b y s ociety. As s ocietal 

expectations for r esponsibility environmental and social practices b y companies will 

increase too, because they will be contributing to a sustainable society. It is the key to 

creating va lue for s hareholder a nd a ll ot her s takeholders ove r t he l ong t erm, t hus 

ensuring the sustainability of the company itself. 

Are t here an y approaches of  pr inciple o f s ustainability? M uch of  t he 

literature a bout s ustainable l eadership c omes f rom t he f ield of  e ducation, Andy 

Hargraves and M ichael Fullen ha ve bot h publ ished books  on t he s ubject out lining 

basic principles, or  elements, of  sustainable leadership in education. They are names 

“Hargeaves s even p rinciple o f s ustainability” an d “F ullen’s ei ght el ements o f 

sustainability”. Their views are similar in nature and appropriately apply to leadership 

of any type of organization. In Europe, Rhineland capitalism (Avery 2005) is seen as 

an a lternative phi losophy t o pr omote c orporate s ustainability ( Albert, 1992) . 

Rhineland capitalism offers the basis for such approach because of its concern with the 

long-term s ustainability of e nterprises a nd th e v alue it p laces o n r elationships w ith 

many interest groups, not just with shareholders (Albert, 1993). More recently, Avery 

and B ergsteiner ( 2010, 201 1) i ntroduced t he c oncept of  “ Honeybee” l eadership 

referring t o a  r eferring t o a  r esilient a nd humanistic a pproach t o c orporate 

sustainability that builds on t he sustainable Rhineland leadership practices that Avery 

(2005) a nd ot hers ha ve identified. H oneybee, with 23 l eadership pr actices, f acilitate 

outcomes t hat go  be yond t he t riple bot tom l ine c onsisting of  e nvironmental 

sustainability, corporate social responsibility and financial success. On the other hand, 

there i s Locust p ractice ( Avery and B ergsteiner ( 2010, 201 1)) w hich contrasts t he 



4 
 

sustainable “H oneybee” l eadership ap proach o n ev ery p ractice. Locust ap proach 

focuses on t he s hare-holder f irst, a nd va lue short-term pr ofit. In Thailand, t he 

‘Sufficiency E conomic Philosophy’( P untasenetal, 2003) , w hich a ims a t c reating 

balance and sustainability for the society, has been widely acclaimed as an approach to 

corporate sustainability (UNDP, 2007).Puntasen and his team reviewed royal speeches 

and business example that his Majesty the King Bhumipol Adulyades initiated. 

 As above, most sustainable l eadership pr actices value on all s takeholder 

and employees, favouring internal promotion. Policies related to community, business 

ethics, c ustomer he alth a nd s afety. They are m ore l ikely responsible f or s ociety and 

environment. The or ganization a re r egarded a s “sustainable”, ove r t he l ong l ine, i t 

meets t he f ollowing t hree conditions: de livering s trong f inancial pe rformance, 

demonstrating the ability to endure economic and social difficulties and demonstrating 

the ability to maintain a leadership in its relevant market (Avery, 2005).The sustainable 

“Honeybee” l eadership approach on every pr actice, s ome of  i ts p ractise ha ve m ore 

precisely reflect b road p rinciples o r attitudes. The r esearch evidence s uggested t hat 

each “Honeybee” practice could add considerable value to a business including to its 

bottom l ine. Then H oneybee l eadership i s pos sible a pproach t o ensure c orporate 

sustainability. The 23  Honeybee l eader elements e nhanced i ntegrity of br and a nd 

reputation, e nhance c ustomer s atisfaction, s olid operational finances, e nhance l ong-

term owner/shareholder value and enhance long-term value for multiple stakeholders 

(Kantabutra and Saratun, 2012). 

 

 

2.2 Sustainable leadership practices  
The 23 “Honeybee” practices are categorized into three groups 

 

2.2.1 Foundation practices 

Include pr ogram f or t raining a nd de velop s taff, s triving f or am icable 

labour r elations, s taff r etention, s uccession pl anning, va luing e mployees’ e xperience 

and their contribution, deciding whether the top leader’s role is to be that of  hero or  

top t eam m ember, ensuring e thical be haviour,  pr omoting l ong-term thinking, 

managing organizational change sensitively, striving for independence from financial 
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market, pr omoting e nvironmental a nd s ocial r esponsibility, b alancing m ultiple 

stakeholder interests and ensuring that the shared vision drives the business. 

 

2.2.2 Higher-level practice 

These practices cover developed and consensual decision making, creating 

self-managing e mployees, ha rnessing t he  pow er of  t eams, de veloping a  t rusting 

atmosphere, forming an organizational culture that enable sustainable leadership and 

sharing and retaining the organization’s knowledge. 

 

2.2.3 Key performance drivers 

These pr actices i nclude i nnovation, s taff e ngagement a nd quality 

essentially provide  

The next paragraph will discuss in details of Honeybee practices.  

 

 

2.3 Research frameworks explanation 

The ch aracteristics o f Honeybee s ustainable enterprises: Developing 

people, in Honeybee practice, employees should grow their own managers. Company 

should he avily f ocus on de veloping pe ople a s c ommon pr actice. E mployee be lieves 

they are l earning a nd gr owing a nd ha ve a  pos itive f uture. D eveloping p eople r eally 

only happens vi a a  p artnership be tween the employee and the manager and a lso t he 

company has some helpful resources and policies, too. Labour relations, the friendly 

relationship be tween or ganization a nd uni on a ppear m ost i n H oneybee pr actice. 

Employees, unions and management share power that directly affect employees such 

as increasing /or decreasing salary. Employees represent on boards of large companies. 

Unions a re obl iged t o support i ndustrial c onditions t hat s timulate or ganizational 

success a s pa rt of  a  pa rtnership w ith, t he bus iness. Retaining s taffs, In H oneybee 

practice, p eople are t he key driver t o l ead co mpany t o b e s uccess an d t he g reatest 

resources in many aspects such as knowledge, skill. Company should aware of welfare 

and ne eds t o r etain i ts s taff w ith a  l ow t urnover r ate.  H ardly dow nsize i n di fficult 

situation because company pass that situation, it needs workforce who have good skill 

and f ix t he c ompany culture. Company v alues l ong t ender at  all l evels. Succession 
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planning, C ompany pr efers t o pr omote f rom w ithin w herever pos sible rather t han 

appoint out siders t o t op pos itions. This w ay provides e mployees w ith c areer 

aspirations a nd he lps ke ep t hem l oyal t o t he or ganization. O n t he ot her ha nd, t he 

outsider m ight not  f ix t he or ganization c ulture; t hey can c ome c lose t o de stroy i t. 

Valuing staff, in Honeybee sustainable leadership practice, people are given priority 

in their organizations. Honeybee approaches encourage people by investing in training 

in their people and company concerns about employees’ welfare. Valuing employees is 

an important part of retention and can also help decrease turnover rates. CEO concept, 

in Honeybee concept, CEO will work as top team member. CEO is not  the decision 

make and also CEO tends not to be hero. Overall the evidence suggests that there are 

considerable advantages to organizations being led by top teams rather than by herotic 

solo C EO. E xpanding leadership be yond one  a ll-powerful i ndividual t o a  t op-

management t eam i s p art o f t he H oneybee ap proach. Ethical b ehaviour, H oneybee 

demonstrates t hat ethics ar e an  explicit co re v alue t hat ev eryone ad heres t o. E thics 

require all employees in organization than leaving it up to individual, it are also being 

practiced in their entire operations. Ethics are seen in their actions by honesty, fairness 

and equity in interpersonal, professional and academic relationships. Ethical practice 

can h elp en gage t he s hareholder w hen co mpany f ace t he d ifficult s ituation a s w ell. 

Long-term p erspective, t he s ustainable pr actice f ocuses on t he l ong-term and   

requires l og-term vi ew, c ompany s hould c oncern f or t he l ong-term e ffects, in clude 

CR&D, i nnovation, r etaining s taffs. Its pr actice w ill not  f ocus on  s hort-term 

maximization o f s hareholder v alues, co mpany challenges s hareholder by l ong-term 

profit. Organizational c hange, a ccording t o t he m arket s ituation or  gl obalization, 

change always is happened. Align with Honeybee practice, company should consider 

uncertain and pr epare t o m anage c hange i n all l evel. It s hould not  be  a  f ast f ix. 

Financial m arkets orientation, Company doe s not  c oncern t oo m uch about s hort-

term p rofitability, b ut r esist a nd c hallenge in vestors to  ta ke a  lo ng-term v iew. 

Organization s eeks maximum i ndependence from ot hers. Environmental 

responsibility, i t s hould be  s trong i n H oneybee va lue, s ome m anagers t hink t his 

practice m ight af fect t he f inancial p erformance. But In f act i t i s a m ust and s een as  

being c ompetitive a dvantage a nd s avings a s oppos ed t o r educing pr ofits. Social 

responsibility, Under Honeybee philosophy, company increase account of community 



7 
 

and s tand t o e nhance its r eputation b y c ontributing t o s ociety. It will e ngage 

employee’s l oyalty, attract f uture c ustomers a nd s takeholders. C ompany does not  

perceive money spent on being socially responsible as reducing profits. Stakeholders, 

the Honeybee sustainable practice, company focuses on wide range of party including 

everyone hol ds a  s take i n t heir bus inesses. S takeholders a lso i nclude future 

generations and s ociety. They do not  focus onl y on s hareholders. C ompany truly 

concerns t he s takeholders t o r educing oppor tunity and da mage t o c laim i n t he 

operation w ithin o rganization. Vision’s role i n t he bus iness, w ithin Honeybee 

organization, CEO and management team always share vision, core values and future 

goal t o s taffs. It i s es sential t o m ake s ure t hat em ployees s hare t he values an d 

understand t he c ompany vision. View of  f uture ne cessarily drives t he bus iness. 

Decision m aking, D ecision m aking i s c onsensual i n H oneybee phi losophy. The 

decision relevant all employees, not only managers. Employees have a chance to input 

ideas/opinions into the decision making process. The Honeybee approach also fosters 

a s trongly p articipate d ecision-making e nvironment. Self-Management, S taffs in  

organization a re m ostly s elf-managing, t hey c an r un or  m anage j ob b y their ow n 

capacity. E mployees are ab le t o o rganize t he as signment b y t hemselves. They c an 

prioritize what ta sk is  imp ortant o r what task ne ed t o do first/or la ter. Team 

orientation, Teamwork is c ore pr ocess i n H oneybee l eadership pr actice. C ompany 

does not  us e m anager-centric as b ase p ractice. M anger s hould b elieve i n t eam 

agreement, no n eed for m anagement i ntervention. M oreover, e mployees i n 

organization also have good collaboration across team. Organizational culture is the 

basic a ssumption t hat people i n or ganization s hare and be have. It d rives pe ople 

behave, communicate and c oordinate t o obj ective of  o rganization. H oneybee 

philosophy has strongly rooted in history, possible because people are retained. Fosters 

and enabling, widely-shared culture. Vision, values and philosophy are the same core. 

Knowledge sharing and retention, Knowledge is managed and shared throughout the 

entire or ganization, e nabled b y hi gh s taff r etention. H oneybee or ganization s hould 

share know ledge bot h inside a nd out side or ganization i ncluding c ompetitors t o 

develop the market to benefits customers. Trust, when employs are assigned the task, 

they are c onsiderate t o be t rusted b y t heir m anager. They can d o a j ob ef fectively 

without c losely m onitor. Innovation included t he pr oduct, s ervice a nd p rocess. It i s 
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investing in innovation and R&D is the key to promote company sustainability; i t i s 

the better solutions that meet new requirements, inarticulate needs, or existing market 

needs. Honey practice should focus on incremental innovation in process, service and 

product. D o not  f ocus only on  r adical i nnovation onl y s trong, s ystemic, s trategic 

innovation evident at all levels. Staff engagement, in Honeybee philosophy, Company 

values e motionally committed s taffs. E mployees pr efer t o do ot her t hing a nd put  

discretionary effort into their work which beyond their responsibility without financial 

rewards a s m otivation. Quality of t he pr oduct a nd pr ocess i s hi gh i mportant t o 

measure of  c orporate s uccess, H oney phi losophy s trongly f ocus on hi gh qua lity 

improvement. C ompany must be  de veloped t o s erve c ustomers’ s atisfaction. 

Management team do not focus on cost cutting and speed. 

 

 

2.4 The previous studies in Thai organizations 
Research and observations in over 50 firms around the world, including in 

many l isted c orporations, s uggest t hat s ustainable l eadership r equires t aking a  l ong-

term perspective in making decision, fostering systemic innovation aimed at increasing 

customer value, developing a skilled, loyal and highly engaged workforce and offering 

quality p roducts, s ervices a nd s olutions. S ince Rhineland a nd H oneybee l eadership 

overlap, t here a re cu rrently m any Thai co rporations w ere s tudied on R hineland a nd 

Honeybee leadership principles link to enhanced brand, reputation, customer and staff 

satisfaction and financial performance. 

The f irst cas e s tudy i s Sa P aper P reservation H ouse (Kantabutra an d 

Suriyankietkaew, 2013) has earned a reputation as a leading manufacturer of mulberry 

products i n Thailand.  It w as de veloped a nd i nvented f rom l ocal w isdom; c ompany 

controlled its manufacturing capacity that was not over ability. Company also did not 

focus on s hort-term ga in, but  a dopt a  l ong-term perspective.  F rom th e to tal o f its  

product portfolio, 20% are produced for the domestic market while the rest is exported 

throughout the world. Its current market share is estimated to cover about 70% of the 

entire Thai market. Clearly, Sa Paper Preservation House has maintained a leadership 

position in its relevant market. The previous research showed evidence that Sa Paper 

Preservation House appears a close fit between business practices and Avery’s (2005) 
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Rhineland leadership practices on 14 e lements, to varying degree, of the 19 e lements. 

Sa pa per pr eservation f ocuses on t he i nterests of  a  w ide r ange of  s takeholders a nd 

adopts a  v ery l ong-term p erspective b y in vesting in  its  f uture, n ot attempting to  

maximise short-term profitability for its owner alone. Company also has a very strong 

culture d eeply r ooted i n t he f ounder’s va lue, employees s hare vi sion, va lues and 

beliefs. Moreover, employees here are genuinely concerned with the environment and 

society at l arge, which form the s trong organizational culture. Sa paper Preservation 

House prefers to develop managers f rom insider, avoid laying o ff people in di fficult 

time. It is also both incrementally and radically innovative, pioneering many products 

in Thailand. K nowledge s haring oc curs w ithin t he e nterprise, an d a cross t he l ocal 

mulberry product industry. However, there are 2 of 19 elements; no i nformation was 

provided on de cision making process, s elf- governing. And 3 of  19 e lements, which 

are CEO works as team prayer, financial market orientation, union management team 

are n ot ap plicable.The CEO ap pears t o b e t he heroic l eader, w ho g ive the s trategic 

direction a nd f inal a pproves, c learly de viation from t he R hineland approach t aken 

among top management.  

Second s tudy is The Thailand’s o ldest uni versity (Kantabutra a nd 

Saratun, 2013)  Mahidol i s t he Thailand’s ol dest uni versity, w hich i s e stablished i n 

1888. This i nstitute w ith a  w ide range of  d isciplines, e ncompassing s ciences, 

technologies, hum anities a nd s ocial s ciences, w as f ully c ontrolled by t he Thai 

Government. In 2007, the university was allowed to manage itself independently from 

the government system in many areas of their operation such as personal management. 

This p ratice a ppears to  me et a ll th ree c riteria f or s ustainable o rganizations. F irst, i t 

continues t o de liver c onsistently s trong f inancial pe rformance. S econd, i t ha s 

demonstrated a capacity to endure numerous difficult economic and social situations. 

Third, it has maintained a leadership position in its relevant markets. In term of Avery 

and Bergsteiner’s (2010) sustainability performance outcome, it has delivered integrity 

of br and a nd reputation, c ustomer s atisfaction, s olid ope rational f inances a nd l ong-

term va lue f or m ultiple s takeholders. O verall, t he uni versity’s l eadership pr actices 

closely fit the Honeybee criteria that Avery and Bergesteiner (2010) identified. 21 of  

the 23 e lements were applied in the university, each of which conforms to a different 

extent. Organization can engage staffs successfully, one of faculty member decided to 
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decline t he hi gher s alary from a nother c ompany. M oreover t he l ecturers of ten t ook 

great interest in their students, they always ask about to resident’s academic progress 

their be haviour i s b eyond s tudents’ e xpectation. Fifteen pr actices w ere found t o be  

strongly evident within the university. Mahidol University give priority to i ts people, 

the uni versity pr ovides a nd or ientation pr ogram f or ne w s taff. Training a nd 

development i s a lso available m anagement a t di fferent l evels. The de velopment of  

senior management, including vice presidents and deans, also includes and evaluation 

which he lps d evelop r equired l eadership b ehaviour. E thics ha s b een a n i mportant 

element i n t he c ore va lues of  t he uni versity. This hos pital ha s pr ovided he althcare 

services for everyone regardless of their social and economic status. Prince mahidol of 

Songkla, w ho c ontinued hi s r oyal f ather’s e ffort t o f urther de velop t he hos pital, 

pronounced m any time s to  me dical s tudents f or th eir w isdom a nd time less mo ral 

values they contain. These have become the core values that university s tudents and 

staff a dhere t o. The s ocial c ontribution pr actice ha s be en ha nded do wn f rom one  

generation to another through the years. In addition, the university promised place to 

live and learn with nature. However, there a re 4  elements, which are self-governing, 

self-management, de cision m aking pr ocesses, s trong s uccession pl anning, a nd s how 

moderately e vident. M eanwhile e nvironmental r esponsibility a nd l abour r elations i s 

determined to be least evident. However the one notable deviant element is CEO, may 

be c ultural gi ven t he hi gh pow er di stance va lued b y t he s ociety currently uni versity 

presidents appear to be highly respected. 

The third case s tudy is Thailand’s largest conglomerate, Siam Cement 

Group ( SCG), is one of  Thailand’s ol dest a nd l argest s ustainable c ement 

manufacturing conglomerate, it has diversified to become one of the largest and most 

advanced industrial conglomerate in Asia. The conglomerate has an impressive list of 

pioneering a chievements i ncluding be ing t he f irst Thai c ompany t o a dopt m any 

advanced p ractices. S iam C ement G roup ( SCG) m eets t hree cr iteria f or s ustainable 

enterprise aside from staying in business for a long time (Avery, 2005): the capacity to 

deliver s trong f inance p erformance, en dure di fficult e conomic a nd s ocial s ituations 

and maintain a  leadership position in i ts markets. There are 2  studies to examine the 

business practices of Siam Cement Group (SCG).  

The fi rst SCG study (Kantabutra a nd Avery, 201 1), c ompany was 
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examined i n t erm of  t he e xtent t o w hich i t i s m anaged a long R hineland pr actices (  

Avery, 2005 ). The r esults s how t hat t he S CG’s l eadership phi losophy i s l argely 

consistent with the Rhineland approach (Avery, 2005). It reveals a moderate or strong 

fit on 18 of Avery’s 19 elements, except for the CEO as speaker of the top team. It also 

heavily invested in human resources. It has not laid off staffs during the crisis situation 

such as the 1997 Asian economic crisis. It also prefers to promote inside staffs instead 

of hiring from outside. SCG is accountable for a wide range of stakeholders and does 

not aim to maximize short term shareholder value. 

Most r ecently, t he c oncept of  “ Honeybee” i ntroduced, 23 l eadership 

elements w as bui lt ba se on t he R hineland approach (Avery, 2005) .The ne w s tudy 

(Kantabutra and Avery, 2013), was expanded Kantabutra and Avery’s study based on 

Avery, i nvestigated  ho w S CG’s pr actices m atching t he 23 s ustainable l eadership 

criteria. Finding shows that overall, the conglomerate’s management practices closely 

fit to 23 Honeybee criteria that Avery and Bergsteiner (2010) identified including the 

four new elements of trust, vision, staff engagement and self-managing employees. 19 

practices were found to be strongly evident within the organization. The conglomerate 

prefers to promote from within. Developing people for promotion relies on e xtensive 

training a nd de velopment pr ograms be ing a vailable. The t raining budge t ha s ne ver 

been c ut f or s hort-term pur pose. There i s hi gh t rust i n t his or ganization, w hen 

employee s ent pr oposal t o P resident; he  doe s not  ne ed t o s creen m uch. C ompany 

displays a  l ong-term pe rspective c onsistent w ith H oneybee enterprises b y de velop 

long-term sustainable forms part of its vision and the company challenges its investors 

to take a l ong-term perspective by paying stable dividends with maintaining its share 

price. S CG contribute to  s ociety b y in itiating p rojects th at r eflects c ommunity n eed 

company empowered its staffs feel involved, committed to help local community. As 

an e xample, du ring t he 2011 f lood i n B angkok, c ompany pr ovide assistance t o i ts 

employees a nd th eir f amilies a s w ell a s to  th e r est o f th e c ommunity. It p rovided 

people w ith f lood p revention m aterials t o d eal w ith f uture di saster.  The 3 ot her 

practices i n t he Avery and B ergsteiner ( 2010) m odel, de veloping s elf-managing, 

decision m aking and s elf-governing, a re m oderately evident. The c onglomerate’s 

employees are expected to be innovative and to think for themselves, which is qui te 

challenging in  a  s ociety that tr aditionally va lues obe dience’s t o s uperiors a nd w here 
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employees do not  question their managers. However, employees have had to become 

more self-managing here to support company’s culture. 

The next interesting case is Thailand’s True Corporation, the Thailand’s 

largest pr ovider of  c ommunication s olution s uch a s Internet, consumer br oadband 

Internet a nd pay-TV services, w hich i s know n as a  c onvergent c ustomers’ l ifestyle 

needs. The o rganization s eeks to  facilitate its  c ustomers’ lif estyle through its  

telecommunication technology o ffering.  A Thai t elecommunication f irm ba sed i n 

Thailand show that despite the challenges of operating in an emerging economy. They 

can c ontribute t o e ffective, s ustainable l eadership a nd dom inance i n a  c ompetitive 

market.  C ompany has a bility to endure di fficult social and economic s ituations e .g. 

The 1997 Asian e conomic c risis, t he s ubprime c risis be tween 2007 -2008, t he 2008 -

2009 pe troleum c risis a nd t he 201 1 f lood di saster a nd ongoi ng pol itical c risis i n 

Thailand. And company is also able to maintain leadership position in Thailand. The 

recently s tudy ( Kantabutra, 2012)  w hich e xamined t he bus iness pr actices a t True 

corporation. The s tudy accesses t he a pplicability of Honeybee f ramework t o True 

Corporation’s practice.  The results show that True Corporation’s practices are largely 

consistent with t he Honeybee l eadership practices. There a re most or  m oderately 21  

evident f ix t o t he Honeybee pr actices. M ost e vidently, True C orporation i nvests i n 

developing i ts s taffs, l ong-term s trategies, o rganizational c ulture, i nnovation a nd 

service quality. Its top management team realizes that an investment in human capital 

will he lp c ompany p rosper i n t he l ong r un. Training a nd de velopment p rograms a re 

offered t o e mployees of  a ll l evels t o i mprove t heir know ledge. C ompany pr omotes 

employees w ithin t he organization w herever pos sible. C ompany ha s e xperienced 

several m ajor changes. I ts l eaders’ de cision di d not  l ead t o s hort-term b enefits o r 

profit. True Corporation takes its corporate social responsibility role seriously with its 

4 key attributes guide; 1) Caring 2) Creative 3) Courageous 4) Credible. Company has 

allocated an annual budget for its CSR activities even in times of financial difficulty. 

True Corporation has always adhered to a strict code of ethical conduct throughout the 

organization, w ith a n e mphasis on pe ople. The e thics unde rlie c ompany’s s trong 

culture. There a re m oderate evidence s upports s ocial r esponsibility and company’s 

culture. Meanwhile it shows the least evidence that CEO works as team speaker. The 

labour union, the only one element, is not  available. From these evidences, company 
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can maintain leadership status in their market. 

The next firm is Bathroom Design Company was found in 1996, one year 

before the 1997 Asian economic crisis. It i s de termined to prove that Thai designers 

and m anufacturers a re a ble t o pr oduce w ell-organized pr oduct a nd br and na mes foe 

global market. The company has focused on innovative design and technology to bring 

them achieves company vision. Bathroom Design Company has sustained growth and 

diversifies it markets to more than 30 countries in Asia, Europe and the Middle East. 

The company has clearly maintained a leadership position in its relevant markets over 

time. The company also has demonstrated the capacity to endure a member of difficult 

economic and social situations in the 2011 flood disaster. The investigation found that 

the B athroom D esign’s l eadership phi losophy appears l argely consistent w ith t he 

research framework. In 17 from 19 elements matched to Rhineland practices (Avery, 

2005). Only 2 elements, which are financial market orientation and union management 

team, are unavailable. The observation and interviews revealed that company heavily 

invests i n m any a spects f or l ong-term g ains w hile car efully expanding i ts bus iness. 

This i s e videnced b y i ts c onservative d ebt-to-equity policy. According t o t he 

company’s risk management manager, company’s policy is to keep its long-term debt-

to-equity r atio unde r 1.Company doe s not  pr efer t o a ppoint out siders t o t op 

management t eam. This practice i s unusual among Thai organization, where appoint 

an out sider t o t he t op m anager t eam i s pr evalent. There i s a s trong bond  of  l oyalty 

between company and employees; company has never laid off employees in its history, 

even in times of economic difficulty.  

The l ast case s tudy i s Theptarin H ospital (Kantabutra, 2011). T his 

hospital, s pecializing o n e ndocrine-related di sease, c ould pa ss t he 1997 Asian 

economic s uccessfully. During t he c risis s ituation, t he hos pital ha s not  l aid of f any 

staffs, but reduced salaries of the top and mid-level manager. This story demonstrated 

the s trong company’s culture. The hospital a lso has social r esponsibility by working 

with t he gove rnment and non -government s ectors t o  e xtend t he know ledge a bout 

endocrine throughout the country. In analyzing research, overall, there appears to be a 

close f it be tween Avery’s ( 2005) s ustainable l eadership pr actices and bus iness 

practices at this hospital. The evidence was found for compliance with 15 of Avery’s 

19 Rhineland sustainable leadership elements, but to varying degrees. Ethic is part of 
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strong Theptarin’s culture. Theptarin focuses on s ocial responsibility. This practice is 

one of  Theptarin’s c ore values. H ospital f ocuses on t he i nterests of  a  w ide r ange o f 

stakeholder and adopts a very long-term perspective by investing in its future and not 

attempting to  ma ximize s hort-term p rofitability. It is  a lso b oth in crementally and 

radically innovative pioneering many quality services in Thailand. Research is its core 

Theptarin is  th e f irst “ Foot c linical”, th e f irst p eripheral d istal b ypass s urgery in  

Thailand.  While t he t hree elements, w hich are; de cision m aking pr ocesses, s trong 

environmental r esponsibility a nd uni on m anagement t hem, ha ve no e vidence w as 

found for conformity with Rhineland principles. And the one element, which is CEO 

works a s t op t eam s peaker, w as not  a pplicable. The C EO a ppears t o be  t he he roic 

leader who gives the strategic direction and final approvals. The CEO is the successful 

entrepreneur behind the hospital. 

According t o t he a bove r esearch, t hese s ustainable l eadership Thai 

corporations’ p ractices c losely f it t he H oneybee criteria t hat Avery and B ergesteiner 

(2010) identified. The investigation has found that all of these companies focus on the 

long-term pe rspective, pe ople pr iority, i nnovation, s ocial a nd environment 

responsibility, e thical be haviour a nd de velop t he s trong or ganization c ulture. These 

leadership pr actices l ink t o e nhanced b rand, r eputation, c ustomer and s taff’s 

satisfaction, and finance performance. The Honeybee sustainable leadership practices 

are gui de c ompany’s pr ocesses i n o rder t o br ing t hem be come m ore s ustainable i n 

relevant i ndustry. S ince S ustainable l eadership ha s ga ined s upport i n Thailand a s a n 

approach to ensure corporate sustainability and no study has been conduct into Baxter 

Healthcare (Thailand), the present study adopts the Honeybee Leader as framework to 

explore business practices of a business in the proposed industry to determine if they 

are co nsistent with t he H oneybee l eadership. R ecommendations t o i mprove t he 

business practices so that the business can be more sustainable will also be provided. 

Methodology used for the present study is discussed in the next chapter. 
 

 



15 
 

 

CHAPTER III 

METHODOLOGY 

 

 

3.1 Research methodology design 
To a nswer t he r esearch que stion, i n-depth i nterview a nd non -participant 

observation ( during a c ompany vi sit) t echniques a re adopted as t he d ata c ollection 

approaches b ecause d uring i nterview (Devault, 2013) , t he r espondents can a nswer 

questions i n as  m uch as d etails as  t hey want. The i nterviewer can g et t he ac curate 

information a bout r espondents’ a ttitudes, va lues a nd opi nions. T he i nformal 

atmosphere e ncourages t he r espondent t o be  ope n a nd hone st. Moreover, t he 

interviewer can adjust questions as the interview is taking place. For the observation 

(Barbara, 2005) , t his m ethod be en us ed i n a  va riety o f di sciplines a s a  t ool f or 

collecting da ta a bout people, pr ocesses, a nd c ultures i n qua litative r esearch. 

Observation i nvolves t he r esearcher's i nvolvement i n a  va riety of  activities ove r a n 

extended period of t ime that enable him/her to observe the cultural members in their 

daily lives and to  participate in  their activities to  facilitate a  b etter understanding of  

those be haviours a nd a ctivities O bservation ha s pr oven t o be  a  be neficial t ool f or 

producing s tudies t hat provide a ccurate r epresentation of  a  c ulture. O pen-ended 

questions ( Devault, 2013)  a re us e be cause t his r esearch ne eds hi gh qua lity d ata; t he 

open-end que stions w ill pr ovide hi gher qu ality da ta t han t he c lose-end que stions. 

Moreover, t he approach h as m any lists o f categories and t hey are l ikely t o b e 

emerging. T he ope n-end que stions, t he r espondent ha s f ull oppor tunity t o e xpress 

themselves or explain answer which might be not clear. The responder can explain in 

details for interview. These questions are providing below: 
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Table 3.1 Questionnaires 

 Questions CEO Manager HR Staffs Customer Supplier Hold
er 

1. Developing people     √       
When you have new employees, what do they need to do before starting work?     √       
When you have the training course, what are the criteria’s to select participant?     √       
How often do you provide training for employee?     √       
 How much do you invest in training?     √       
 How do you ensure that the training course is good enough?       √      
 What do you think about training course at Baxter?       √      
 How do you feel about the course that you get?       √      
What would you do if you would like to attend some courses which you are not assigned to attend?     √        
2. Labour relation     √        
 How about labour relation? Does company have this union?     √        
 How important of the company labour union?               
3. Retain staff              
How long do employees work here? What is the average?     √        
What did you do to engage employee to stay longer?   √ √        
Do you think the company values long tenure at all level?       √      
Do you think Baxter has high or low turnover rate? Why? Give me the reasons.     √        
How do you feel or act when many employees resigned at the same period?   √ √        
4. Succession planning              
Do you always promote internal employee all level in 5 last year?   √ √        
What level will be promoted from internal or what level come from outside? Why?   √ √        
5. Valuing staff              
What did you do when employees want to resign?   √ √        
Do you think company concern about employees’ welfare?       √      
6. CEO and top team              
How often GM asks opinion from management team?   √          
What case does GM ask opinion?   √          
What GM always do when management team give their opinion?   √          
If you didn’t agree with GM direction, what would you do?   √          
7. Ethical behaviour              
Have you ever deal with the difficult situation related ethic?       √      
What would you do for making decision? Why?       √      
8. Long- or short-term perspective             
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Table 3.1 Questionnaires (Cont’d) 

 Questions CEO Manager HR Staffs Customer Supplier Hold
er 

 What is your long term goal in the next 10 years? √            
 What’s your plan to be leader? √ √          
How do you feel/action when you did not achieve quarter target? √ √          
What has happened after your action?              
9. Organizational change              
What was the latest change in your organization?       √      
How did you feel for that change?       √      
What did the company prepare for employees for that changing?       √      
How long the management team prepare for launching and implement?   √ √        
What changing in the company that made you feel uncomfortable in the last 2 years?       √      
10. Financial market orientation              
How about dividend payout rate?             √ 
How did shareholders feel the dividend payout that they got during 3 past years?             √ 
In case that the shareholders felt unsatisfied the dividend rate, What did company do?   √           
11. Responsible for environment              
What is your company do to protect the environment?       √      
How do the employees feel for reused the paper policy?         √    
12. Social Responsibility              
What does your company do for society?       √      
Who is the leader of each project?       √      
How did you feel?         √    
13. Stakeholder              
Who are company’s stakeholders?   √ √        
How is your relationship with suppliers?   √   √      
What would you like to deal with Baxter next time and what situation made you feel like that?         √    
14. Vision’s role in the business              
Can you tell me how is the company going to be in the next 10 years? √            
What does GM usually talk to the employees in the town hall meeting? √     √      
How do you feel? Is it possible? Do you believe it?       √      
15. Decision making              
How do you make decision in the company?   √   √      
How do the employees feel?   √   √      
16. Self-management              
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Table 3.1 Questionnaires (Cont’d) 

 Questions CEO Manager HR Staffs Customer Supplier Hold
er 

Can you run your work by yourself or do you need others?       √      
When you need some helps, who did you ask first?       √      
When your boss is not available at that time, what will you do and what do you feel?       √      
17. Team orientation              
If their decision is different from you opinion, what would you feel/do? –      √      
If you do not have a strong skill to do the assignment, what would you do?       √      
18. Culture: strong              
What would other department response when you ask for their help?   √   √      
When you are so busy and someone asks you for some help, what would you do?   √   √      
How do you feel when other department ask for help?   √   √      
19. Knowledge sharing and retention              
If you get the new practice that is useful for work, what would you do with that practice?   √   √      
How would you feel if someone in the company shares an idea which is your first idea to others?       √      
What do you do for encouraging staff to share their knowledge to the other?     √        
How important of the knowledge sharing?   √   √      
When the employee resign what is the tools to retain knowledge in the organization?   √ √        
20. Trust: strong              
When do you assign your staff to do the task, how often do you need to follow up then?   √          
 Are there any tasks that your staffs can do without your monitoring and what are they?   √          
21. Innovation: strong              
How often the company launch a new product or device?       √      
What levels are served with the new technology?   √          
How often does the company provide you the new program or new technology?       √      
How long your company launch the new technology compare to the other companies in relevant industry?   √ √        
22. Staff engagement: strong              
Have you ever volunteer to do the other tasks beyond your role and responsibility?       √      
How the company encourage you to do the other job?       √      
What is your motivation to do the job beyond KPI?       √      
23. Quality              
What is your expectation when you do a customers’ survey (or process’s survey, employee’s survey)?   √ √        
How important of the results of the customers’ survey?   √ √        
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To e nsure va lidity of d ata, t he p robing t echnique i s a dopted. P robing 

technique is question that elicits a large amount of general information concerning an 

area of  pr actice. T he pr obing que stions a re e fficient a nd e stablish a n ope n-end 

dialogue that may answer 5-10 checklist questions at one time. (College of American 

Pathologist, 2005) 

The reflective not e t aking (Bach and P iolat, 2005) i s a lso used to r ecord 

observed d ata b ecause not e t aking i s a n e ssential t ool i n m any i nformation-

transmission s ituations. It is  s triving to  a void forgetting s omething th at in terviewer 

will later have to use in order to complete data. The note taking is seen as the rapid 

transcription of information by using a few condensing techniques, such as shortened 

words and substitution symbol for the creation of an external memory. 

 

 

3.2 Research sample 
The s ample i s convenient as  i nterviewees a re 4  Managers, who a re GM, 

HR Manager, Business Manager and Marketer, 3 employees who work in f inancial, 

sales coordination and sales representative; they have worked here from 1 to 10 years. 

2 suppliers, 1 c ustomer  a nd 1 s takeholder also are interviewed.  T hey are willing to 

participate in the study 

Following t he pr evious s tudies; K antabutra(2013), K antabutra a nd 

Saratun( 2013)  a nd K anatbutra( 2012) , H oneybee l eadership i s a dopted a s t he 

frameworks to collect and analyse data. 

Table 3.2 Analysis table 

Honeybee Elements on the  

Sustainable  

Typical 
Thai  
firm 

Extent to Conform 

                  Leadership Grid Least  

Evident 

Moderately 

Evident 

Most 

Evident 

1.Developing people: grow their own 

 

        

2.Labor relations: cooperation 

 

        

 



20 
 

Table 3.2 Analysis table (Cont’d) 

Honeybee Elements on the 

Sustainable  

Typical 
Thai  
firm 

Extent to Conform 
  
  

                  Leadership Grid Least  

Evident 

Moderately 

Evident 

Most 

Evident 

5.Valuing staff: strong         

6.CEO and top team: top team speaker         

7.Ethical behaviour: an explicite value         

8.Long-or short-term perspective: long 
term 

        

9.Organizational change: considered 
process 

        

10.Financial markets orientation: 
challenge 

        

11.Responsibility for environment: 
strong 

        

12.Social responsibility(CSR): strong         

13.Stakeholders: broad focus         

14.Vision’s role in the business: shared 
future 

        

15.Decision making: concensual         

16.Self-management: strong         

17.Team orientation: strong, self-
governing 

        

18.Culture: strong         

19.Knowledge sharing and retention: 
strong 

        

20.Trust: strong         

21.Innovation: strong         

22.Staff engagement: strong         

23.Quality: high is a given         

Total elements in conformity 

Legend : √ = Conforms ; - = does not conform ; N/A = not known  
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Criteria for analysis  

Most evident = exactly like Honeybee 

Moderately evident = somewhere like Honeybee 

Least evident = somewhere like Locust  

Does not confirm = exactly like Locust 

This f ramework w ill explore bus iness pr actices of  a  bus iness i n Baxter 

Healthcare (Thailand) to determine if they are consistent with the Honeybee leadership 

in the next chapter. 

 

 

3.3 Company background 

Baxter Healthcare (Thailand) is the international pharmaceutical company. 

This organization develop, manufactures, and markets products that save and sustain 

the l ives of  pe ople w ith he mophilia, i mmune di sorders, i nfections di sease, ki dney 

disease, ot her chronic, a nd a cute m edical c ondition. B axter a pplies a  uni que 

combination of  e xpertise i n m edical de vices, p harmaceuticals a nd bi otechnology t o 

create products that advance patient care worldwide. 

Baxter healthcare (Thailand) is invented in 1994, 12 years ago; company 

markets t he m edical d evice a nd ki dney di sease pr oduct. C ompany has gr owth 

continuously now Baxter healthcare (Thailand) is the leader of peritoneal dialysis (PD) 

product, CRRT, hemophilia product. Moreover company has critical product that save 

patient’s life. Furthermore, it distributes the anesthetic product, parenteral product and 

anticancer etc. Company states in the top ten ranking in the PREMA pharmaceutical 

company in Thailand. Nowadays, Baxter has the highest growth (20%) compare with 

top t wenty companies i n T hai pha rmaceutical i ndustry. D uring t he flood crisis 

situation in Bangkok in 2011, other pharmaceutical companies were affected a lot e.g. 

machines were destroyed ,  sale dropped, but Baxter healthcare (Thailand) can passed 

that situation successfully, companied still achieved target as expectation. And during 

this year, m any p harmaceutical companies ar e affected b y government p olicy, t hey 

limit reimbursed budget in all patients. Many companied could not achieve target and 

had to lay off a large group of staffs, while Baxter healthcare is the only one company 

that not  be  i mpacted. C ompany continuous s ustain hi gh gr owth a long t he year a nd 
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continue e xpand bus iness f or t he l ong-term b enefit. Baxter H ealthcare ( Thailand) 

commits t o be ing s ocially responsible m embers of  t he community. C ompany 

demonstrates its  c ommitment t o t he c ommunity t hrough a  va riety of  gr ant, 

contribution a nd ot her programs. C ompany donated s o m illion U S do llars t o he lp 

community i mprove he althcare s ystem dur ing c risis s ituation in 2011 . C ompany 

support by build house for flood’s victim and build restroom for poor people in 2012. 

In this year, it c reated program called “No limits Baxter Spirit Marathon” which sold 

the m arathon t ickets and dona ted a ll i ncome t o R enal C harity and H emophilia. Its 

social e conomic a nd e nvironmental r esponsibilities a mong i ts bus iness pr iorities, 

Baxter’s e fforts in  th is area a lign w ith c ompany’s mis sion of s aving a nd s ustaining 

lives. 

Among B axter’s c ompetitive s trengths i s i ts t echnological e xpertise a nd 

commitment to scientific innovation. Baxter has diverse capacities in medical devices, 

pharmaceuticals and biotechnology. Baxter’s R&D pipeline focuses on pr oducts and 

therapies that have the potential to satisfy unmet clinical needs, advance standards of 

care, and improve medical t reatment. Baxter has a long l ist of  “firsts” which are the 

first IV s olutions, to  th e f irst p eritoneal d ialysis ( PD) s olutions, t o th e f irst 

recombinant, the inventor of inhalation anesthetic molecules. 

Most B axter pr oducts a re d ependent on a  boa rd ne twork of  s uppliers. 

Company’s phi losophy around e thical s upplier r elationships, bus iness pr actice 

standards for suppliers and other partners. 

Recently, 2012, B axter bought  B axa c orporation, t he pr ivate c ompany 

which produce compounding machine for parenteral products. And Oct 2013, B axter 

bought Gambro successfully. This expansion will support Baxter to be strong leader in 

Renal m arket. This year, company invests a round 70 M US to bui ld t he PD solution 

manufacture at Rayong for Thai people. Its productivity serves the government policy 

to serve patients’ needs. This project i s expected to f inish by 2009, a nd hope to hi re 

employee from 150 to 600. 
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CHAPTER IV 

FINDING 

 

 

4.1 Research finding 
From t he doc ument, i n-depth i nterview a nd no n-participant obs ervation 

techniques, t he r esults s how t hat B axter h ealthcare ( Thailand)’s p ractice i s l argely 

consistent with the Honeybee approach. Table 4.1summarizes the fit between the data 

and each element in the Honeybee sustainable leadership grid using three categories to 

represent the degree of conformity; lead evident, moderately evident and most evident 

in the data. 

Table 4.1  reveals a m oderate o r s trong f it on 16 of  H oneybee’s 23  

elements. T his f igure r epresents t he r esearchers’ s ummary, h owever t he q ualitative 

data provide more insightful information and findings for each element are discussed 

below 

Table 4.1 Results 

Honeybee Elements on the Sustainable leadership Typical 

Thai  

firm 

Extent to Conform 

                  Leadership Grid 
Least  

Evident 

Moderately 

Evident 

Most 

Evident 

1.Developing people: grow their own √       

2.Labor relations: cooperation N/A       

3.Retaining staff: strong √       

4.Succession planning: strong √       

5.Valuing staff: strong √       

6.CEO and top team: top team speaker √       

7.Ethical behaviour: an explicite value √       

8.Long-or short-term perspective: long term √       

9.Organizational change: considered process √       

10.Financial markets orientation: challenge N/A       

11.Responsibility for environment: strong √       

12.Social responsibility(CSR): strong √       

13.Stakeholders: broad focus √       
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Table 4.1 Results (Cont’d) 

Honeybee Elements on the Sustainable leadership Typical 

Thai  

firm 

Extent to Conform 
 

                  Leadership Grid 
Least  

Evident 

Moderately 

Evident 

Most 

Evident 

16.Self-management: strong √       

17.Team orientation: strong, self-governing √       

18.Culture: strong √       

19.Knowledge sharing and retention: strong √       

20.Trust: strong √       

21.Innovation: strong √       

22.Staff engagement: strong √       

23.Quality: high is a given √       

Total elements in conformity 21 

   Legend : √ = Conforms ;  – = does not conform ; N/A = not known 

 

 

4.2 Explain research finding by element 
Developing people: Company pr ovides t raining f or a ll ne w e mployees 

with specific schedule within 6 first months such as ISO-train, Product knowledge. 

“I am surprised when I started work here; HR gave me the outline for 6 

first months what I had to train and what I need to complete in the beginning period, it 

directed me and make me understood the whole process and let me prepare myself for 

them”      1 Employee said 

For t he c urrent s taffs, company w ill pr ovide s oft s kill or  j ob t raining 

course to all employees but different course depend on type of job such as negotiation 

course, e xcel c ourse, s elling s kill. C ompany va lues a nd i nvest a  l ot f or training a nd 

expects that these courses will enhance employees’ capacity.                                                           

“I was invited in advance to attend the selling skill training; HR always 

provides a lot of training course to employees. I think it is helpful for my job and 

enhance my knowledge”   1 employee shared 

From da ta, B axter va lues on de veloping p eople all l evel c ontinuously i n 

order to enhance knowledge and capacity o f employees. They invest 10% of  budget 
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for de veloping pe ople. I f ound m ost e vidence f or de veloping pe ople i n t his 

organization. 

Retaining staff : In 5 past years, c ompany could r etain t he s upporting 

employees, e .g. f inancial, sales supporting department e tc., be happy to work a t this 

company for several years. However, company has the high turnover rate of sales and 

marketing staffs, so HR tries to retain these staffs and develop organization’s culture 

to engage them and make them feel proud to work here and focusing on developing 

these s taff. In 2  pa st years, t he p erformance l ooks be tter, t he t urnover r ate of  t hese 

staffs are lower significant especially the young staffs and young managers.  

“The turnover rate of sales staff is better than the 5 past years, HR focus 

on retain people as long as possible, we create many program to engage employees 

e.g. E2 project”    HR manager shared 

As i nformation f rom i nterview, i t s hows t he moderate evidence, t heir 

practices l ike Honeybee b ecause t hey aw are o f retaining s taffs an d f ind t he w ay t o 

engage people as much possible.  

Succession planning: Company tries to promote insider, such as Head of 

finance, Business Manager. These positions need the understanding of organization’s 

culture a nd s ystem. However, s ome pos itions ne ed  j ob’s experiences from out side 

companies t o e nhance company p erformance, s o c ompany a lways br ing out sider t o 

take t hat r ole, for ex ample, M arketer, S ales M anager. Company acts l ike Locust i n 

term of promoting outsider sometime, this element should be least evident. 

“We promote outsider more than insider because currently the business 

change rapidly, so our company requires the outside experience to make company 

grows up above market growth.    BU said 

Valuing staff: HR an d management t eam value on people, t he HR t eam 

always cr eate t he a ctivities t hat r epresents co mpany cares  em ployees’ health  f or 

example, exercise activity in office at 3 p.m. every day, invite guest speaker to lecture 

on topic “healthy food”, “saving money”. 

“HR and supporting concern all employees especially their health, we 

always remind them to do work life balance”.  1 HR Manager mentioned 

And invest a lot for training or team building, however, company needs to 

achieve s hort-term t arget, s o w hen s taffs c annot r each t heir ke y pe rformance i ndex, 
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company provides the timing for their improvement. If they do not improve in specific 

area, company needs to let them consider themselves.  

“I often concern and stress cause of sales achievement, if I cannot achieve 

it. I might not survive here”   1 employee said.  

From the data, sometime employees do not think they might not important 

for the company, if they cannot achieve target. It demonstrate that some practices look 

like Locust, not Honeybee. 

CEO concept: GM a lways work on be half of  management t eam pl ayer, 

not hero, she often ask opinion from the top management team. By the way, she listens 

and might have challenge questions sometime, if management team can convince her 

with suitable reasons, she will allows them to do.  

“GM is my idol, she is the greatest whom I have ever known, and she 

respects other opinions. Everyone can share.”    1 employee said. 

In case t hat any s taffs d o not  agree with GM po licy, she a llows them to 

share their concerns in order to improve company behaviour 

Ethical behaviour: Performing align with Ethic is very important for this 

company, Management t eam works s trictly on e thic. Everyone in company needs t o 

act a lign w ith c ode of  c onduct a nd P harmaceutical c ode ( PREMA). G M, H R a nd 

management team emphasize every month on this point and it also being practiced in 

their e ntire ope rations. This i s de monstrated t he m ost e vidence of  c thic i n t his 

company. T his pr ove t hat C EO w ork a s t eam p layer a nd willing t o l isten t op t eam 

Management’s opi nion, i t i s r ate a s m ost e vidence. T his pr actice d emonstrates t he 

most evidence in the company. 

“Company allow employees work on ethic seriously, CEO always 

emphasize ethical topic every month”   1 employee shared 

  Long-term perspective: GM always shares her vision to staffs that Baxter 

Thailand team will be leader in all portfolio by timeline specifically, she believes that 

Thailand t eam a chieve that goa ls. C ompany i nvests f or l ong-term gr owth s uch a s 

decided t o bui ld t he m anufacturing i n T hailand, e xpand t he k ey account t eam, a nd 

invest i n I T t echnology. B y doi ng t hese w ays, c ompany a ctually can c ompete w ith 

others in the long term. This practice demonstrates the most evidence in the company. 
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 “We know company invest a lot of projects for long-term benefit eg 

compounding project, built the Manufacturer in Thailand. I can feel that this company 

will be more success in the future.”    1 employee said. 

Organizational change. According to t he i nnovation a nd f ast m oving i n 

industry, many companies have to change within organization in order t o survive in 

market. B axter a lways c oncerns t he or ganization c hange w hich a ffect s taffs. W hen 

they ne ed t o m ake a  change or  l aunch t he ne w policy, c ompany will s et t he he lper 

team t o pr epare f or t he changing a nd i nform t he e mployees i n a dvance. Sometimes 

they run w ith pi lot t eam f irst i n or der t o m ake s ure t hat t he ne w t hings w ork or  

improve the obstacles before real launching. After changing, company always monitor 

and tract the outcome, including employees’ satisfaction. 

“We set the team helper to run new project, we are trained and the helper 

team need to prepare a lot for organization change, some new project needs 6 months 

before changing.”       HR said. 

 It demonstrated that company has the most evidence support this element 

of Honeybee practices. 

Financial markets: The dividend payout is high in the previous years but 

it is low last year. The return is not consistency, however, the shareholder understands 

market situation and accept it.  

“I accept the payout rate during 2 past years even it is not must.”               

1 stakeholder said. 

 Environmental responsibility: Company always en courage em ployee 

value on e nvironment, they apply in organizing by promoting using re-used paper as  

normal practice in office. All employees agree and aware of using paper. If they use 

the paper a lot, it means they are destroying the trees and environment. 

“I agree the re-use paper policy, it helps company saves cost and reducing 

cutting trees.”    1 employee shared 

“I saw company create the bag by using the recycle plastic from product 

packaging this is really good creative idea, how can they do!”  1 employee said. 

Social responsibility: Company always c reates many CSR projects along 

the year, and also continue the previous projects. Company has CSR department and 

every m onth C SR m anager s hows a nd upda tes t he a ctivities t hat c ompany he lp 
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society, for example, built house for people who were affected by flood in 2554, built 

the restroom for people in upcountry. Many projects, employees volunteer to be helper 

in projects. They feel so proud for working in the company which always contribute to 

society. 

“My colleagues and I are so proud to work in this organization, it 

continuously contribute to society.”    1 employee said. 

 Stakeholders: Everyone i n bus iness a re company’s s takeholders, 

company do es not  f ocus onl y on t he c ustomers, t he c ompany pol icy also va lues on 

supplier and others. Company does not only think about profit, they also concern the 

satisfaction of others. They make a fair and develop trust for stakeholders. Company 

have good relationship with stakeholder and be good partner.   

“We have good relationship with Baxter, we are great partner, we also 

respect each other. They fair with us.”    1 supplier said. 

 Vision’s role in the business: GM an d m anagement t eam al ways s hare 

vision, core va lues and future goa l t o s taffs i n town-hall meeting every month. This 

year, G M f ocus on c ustomer-centric an d m ake ev eryone i n co mpany aware o f 

customer-centric is essential driver for the business goal. 

“GM always express her vision and future expectation to employees in 

town- hall meeting. I feel energetic every time when I heard her.”1 employee said. 

 Decision making: Decision making is always come from consensus. Not 

only manager, but  also relevant s taffs have a chance to share ideas/opinions into the 

decision m aking pr ocess. B y doi ng t his, s taffs f eel s atisfy because t he c onsensus 

comes f rom t heir p articipation. T hey a re willing t o do i n t hat w ay. T he idea c omes 

from group decision, not one person, strongly supports sustainable leadership practice. 

“Company culture allows me to express my opinion. We will brainstorm 

and share in the meeting before launching the new project.”1 employee said. 

 Self-Management: HR an d m anagement t eam al ways en courage s taffs 

manage w ork b y t hemselves. B ut i n t he r eal p ractice, s taffs t hink t hey are n ot t he 

expert in that field; they are in the developing stage. So they are not confident to run 

work by themselves. They often ask boss or others to do for them.  

“Company opens to recruit the new graduated employees who do not have 

any experience, most of them lack of self-management, just request the higher level to 
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do for them. I try to develop this practice by let them try or do it by their own ability 

first, and I will feedback them again in order to enhance their skill.” 1 Manager said. 

From research data, some evidence show Locust practice in young level. 

However HR department and manager t ry to develop this practice, so I indicate this 

element is the least evidence. 

Team orientation: The r esearcher e xplore t hat t he t eamwork ar e n ot 

limited he re. C ompany doe s not  us e m anager c entric, but  we be lieve i n t eam 

agreement. E mployees do not  onl y f ocus on t heir t eam but  t hey a lso ha ve good 

collaborate across t eam for ex ample financial t eam, r egulator affair t eam, IT t eam. 

They are a lways he lp each ot her t o s olve pr oblem a nd i ncrease pr oductivity. F rom 

interview a nd obs ervation I c an t ouch t hat t his or ganization ha s m ost evidence t o 

support the team orientation. 

“When I need help from other departments, even they were dealing with 

another job, they were willing to help me suddenly. I am really impressive them, we 

are the great team.”      1 employee said. 

Organizational culture: Company h as s trong c ulture i n t erm of  f riendly 

atmosphere t hat e veryone c an t ouch i n hi story, e veryone i s ni ce a nd w illing t o he lp 

others even they are dealing with other task. This practice influence the new coming to 

act i n t he s ame w ay. M oreover company c ommitted t o he lp s ociety and f ocused on 

CSR. T hey a lways l aunched ne w pr ojects t o he lp pe ople e specially crisis s ituation, 

company spent memory and time to build house for flood’s victim. It encouraged staff 

within organization to help others. This i s t he s trong da ta support t hat company has 

not evidence of organization culture. 

“I joined the event that company gave a house to flood’s victim, I felt 

overwhelmed to see the happiness of receiver, their house disappeared cause of flood. 

They could not believe that they would have the new house.” 1 employee said. 

Knowledge sharing and retention: Knowledge is s hared t hroughout t he 

entire organization, Sometime the knowledge is share across department for example, 

HR ask employees from financial department to share the useful finance knowledge to 

other departments. Moreover, when employees come up with the new great idea, they 

do not hesitate to share knowledge to others. In the company meeting, the management 

always set the sharing part in order to let their staffs’ share the best practice to others 
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in company, other employees can imply other sharing into their job. In order to sharing 

knowledge in team, the supporting team creates share folder in system that everyone 

can a ccess a nd s earch know ledge b y t hemselves. T his t ool c an he lp t he ne w 

employees has fast learning and also can retain knowledge from the old staffs. Many 

sharing stories with related to employees benefits confirm that company has strongly 

focused on knowledge sharing. 

“In monthly meeting, my colleague who achieve over target always share 

her success story to others in team, it is very useful for me because I can apply in my 

job in order to enhance my performance.”   1 employee share. 

Trust: There a re m any t ype of  e mployees w ork he re bot h of  l ong-

experiences and new young employees. So the employees who work for several years, 

who ar e t he s mall group i n c ompany, a re t rusted t o r un t he i mportant t asks, on t he 

other hand, the young employees, who are new graduated from university, are not be 

trusted b y their manager. Managers have to monitor them closely in o rder to ensure 

that w ork goe s w ell. This data de monstrated t hat c ompany h as s ome be haviour l ike 

Locust practice, so I indicate its practice to be least evident. 

“When we assign task to employees, normally we will monitor them quite 

closely because we don’t want the mistake happens, however, we can trust some 

employees who have high responsibility, we select only some person whom we can 

trust.”       1 manager said. 

Innovation: Company always l aunch ne w de vices t o he lp pr ocess 

effectively, t he t ype of  devices d epend on  j ob t ype s uch as I-phone f or managers , 

IPAD f or s ales r epresentative, V ablet application, S ales f orces d ot com, co mpany 

normally set the helper team for new technology. However, company is not the fastest 

company to use new technology; they will observe the outcome from other company, 

after t hat company will on process source t hat t echnology. So company will a lways 

launch ne w t echnology de lay c ompare w ith other c ompany i n i ndustry. F rom 

evidence, c ompany s hows t hat c ompany c ontinuously i nvest i n t echnology, l ike 

moderately supporting. 

“We allow to use new device, IPAD, after other companies launched them 

for a while. I think company need to make sure before decision because it is a big 

budget.”      1 employee said. 
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“I allow employees generate their new ideas in the meeting because I think I can gain 

new create ideas by doing this way.”  1 Manager said. 

  Staff engagement: HR department always encourage staffs to do job over 

time or help other department by giving rewards or recognition to staffs who volunteer 

to help others without request. the volunteer to do ot her role is very rare, they do not  

prefer t o do ot her t hing be cause e mployees a lways ha ve ove rload t ask a nd c annot 

finish them as expectation. 

“I willing to do the beyond job if I complete my current job on time, but 

normally I hardly finish them on plan.”  1 employee said. 

“We try to encourage staff to do job beyond role for example we ask 

volunteer from manager to be committee of digital tools some are available, but some 

cannot. We use reward as recognition to motivate them as well.”HR Manager said. 

Quality: Quality is important for this company, Baxter does not focus only 

product qua lity, i t va lues on pr ocess, c ustomer’ s atisfaction a nd e mployee f eeling. 

Management t eam always do s urvey both of inside and outside company in order to 

evaluate quality in all aspect. They continuously do survey every quarter and review 

the result in details. If any dimension is weak, the management team has to f ind out 

the pr oblem a nd f ind s olution t o i mprove qua lity.Company e xpect t he r esult of  

customers’ satisfaction survey or employee survey is over 90% or very good result.  

“We are very serious about this, if the results is lower than expectation, the 

manager needs to find out the specific area where need to be improved.”  HR said 

From a bove da ta s hows t hat c ompany de monstrate t he m ost e vidence o f 

quality focus. 

 

 

4.3 Conclusion of finding 
From f inding c hapter, I f ound t hat m ost pr actices a lign w ith H oneybee 

practices b ut s ome p ractices o f B axter ar e d ifferent f rom H oneybee p ractices i n 

various degrees. I will discuss in details in the next chapter (Chapter 5) 
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CHAPTER V 

DISCUSION THE FINDING AND CONCLUSION 
 

 

5.1 Discussion and recommendation  
This r esearch c ompares t he pr actices of  t his or ganization w ith t he 

Honeybee framework and the previous studies. Overall, Baxter healthcare (Thailand)’s 

practices cl osely f it t he H oneybee s ustainable leadership p ractices t hat Avery an d 

Bergsteiner ( 2010) i dentified. The a bove a nalysis s hows a greement on 21 of  t he 23 

elements each of which conforms to a different extent. Sixteen practices were found to 

be moderately or  s trongly evident within an organization. Like t he p revious s tudies, 

the sustainable companies va lue a  skill workforce and invest heavily in t raining and 

developing staff. Baxter allocates 10% of the total budget developing their staff in all 

levels. Not only managers, company provides  t raining course to s taffs who work as 

supporter a nd young l evel s uch a s  e xcel t raining, ne gotiation s kill t raining. In t he 

same way like Mahidol University (Kantabutra. and Saratun . 2013), giving priority to 

its people, the university provides and orientation program for new staffs. Training and 

development i s al so av ailable t o en able m anagement at  d ifferent l evels t o d evelop 

managerial s kills. Valuing on pe ople de velopment ha ppen i n S CG ( Kantabutra and, 

Avery, 2013), all employees are eligible for t raining big a huge budget. The t raining 

budget has never been cut in any economic crisis. All sustainable companies focus on 

developing people for promotion, they prefer promote within organization rather than 

appoint out sider t o t op pos ition. F or l ong t erm i nvestment, B axter a lways doe s 

business for the long-term perspective. Both of expending related business and invest 

money for bui lding m anufacture i n Thailand. B axter c an s urvive i n P harmaceutical 

Company with high growth for many and many years because company use the long-

term s trategy. Like t he b usiness p ractices o f Thailand’s l argest co nglomerate, S CG 

(Kantabutra. S, Avery, 2013 ), the company challenges its investors to take a long-term 

perspective by pay stable dividends while maintaining its share price. In the same was 

as True Corporation, this company has experienced several major changes. Each time 
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its l eaders ha d t o m ake difficult m anagerial de cisions, t he de cisions di d not l ead t o 

short-term benefits or profits to the company. Furthermore, Baxter has strong company 

culture i n t erm of  ethical be haviour, every staff need t o s trictly b ehave base on t he 

ethic. Ethic also included in the core value of other sustainable companies in previous 

studies as well. Baxter continues many projects that contribute to society. For example, 

“No limits Baxter Spirit Marathon”, built house for flood’s victim, built bathroom for 

poor pe ople. The C SR pr ogram a lways de monstrate i n p rior s tudies, t he s ocial 

contribution practice has been handed down from one generation to another through 

the years. S CG al so i nitiated p rojects t hat r eflect co mmunity n eeds. As an ex ample, 

company provided assistance to its employees and their families as well as to the rest 

of c ommunity. It pr ovided m aterials of  f lood pr evention t o pe ople. Like True 

Corporation, i t t akes i ts C SG r ole s eriously w ith 4 ke y a ttributes gui de: C aring, 

Creative, Courageous, and Credible. True Corporation has always adhered to a  s trict 

code of  e thical c onduct t hroughout t he o rganization, w ith a n emphasis on pe ople. 

Doing business bases on ethic and contribute to the society has benefit for company in 

term of  good r eputation. It he lps e ngage e mployees a nd c an g ain t rust f rom 

stakeholder and customers even in difficult crisis. Self-management and trust are least 

evident a t t his or ganization, a lthough t hey t ry t o i ncrease t he evidence of  s elf-

management, trust such as encouraging staffs to do their job by themselves with less 

monitoring. C learly, a  s uccession pl an i s c onsidered c ritical i n t his c ompany. T hey 

always br ing t he m anager f rom out side, not  pr omote w ithin c ompany. There i s no 

strong e vidence t hat s upport t he va luing a nd engagement s taff, e ven c ompany i s 

considering this is a critical point, there is no systemic approach to continually engage 

and retaining staff. 

Succession planning : The sustainable practices (Avery, 2010), company 

should pr omote i nsider, who va lue a nd c ontinue t he organization c ulture, i nstead of  

hiring manager from outside organization, who can come close to destroying it. From 

this r esearch, company promotes i nsider t o b e t op m anagement, how ever, company 

prefers t o a ppoint s ome m anager f rom out side organization e .g. P roduct M anager, 

Supervisor be cause c ompany e xpects t he out side e xperiences t o e nhance c ompany’s 

performance.Compare with pr evious s ustain M ahidol uni versity ( Kantabutra a nd 

Saratun, 2013) , S CG ( Kantabutra and Avery, 2013). C ompanies a lways pr omote 
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insider, c ompanies di d not  pr efer t o a ppoint ou tsiders t o be  t op m anagement t eam 

except i nternal pe ople cannot be  pr omoted du e to t he l ack of  required skill.Baxter 

performs di fferent f rom t he s ustainable pr actice i n t erm of  s uccession pl anning. 

However, Baxter try to improve this practices by develop current staffs as well. 

In order to motivate insider, refer Mahidol University practice, Baxter had 

better to find the potential employees who can be developed to be future leaders. The 

manager of  e ach de partment ha s t o pr ovide of ficial pl an t o s uccessors. The t op 

management team also can create program which is suitable designed for organization 

to develop their s taffs, and refer f rom sustainable company (SCG, Kantabutra 2013), 

Baxter should avoid bringing in outside managers to join their management teams, but 

they s hould h ave pr omoted pe ople from w ithin t heir or ganizations. C ompany also 

needs to retain staffs with a low turnover rate and values long tender at all level. 

Value s taffs: For t he v aluing s taff, gi ving pr iority t o pe ople a s a  k ey 

success f or s ustainable Honeybee p ractice ( Avery 2010 ) f rom pr evious s tudies, t he 

new idea of creating product come from staffs in True Corporation (Kantabutra, 2012) 

also i nvests i n de veloping i ts s taffs a lign w ith Honeybee pr actices a s well. Training 

and de velopment pr ograms a re of fered t o employees of  a ll l evels t o i mprove t heir 

knowledge, s kill, a nd c apacity. F or t he f inding da ta f rom B axter, i ts p ractice l ook 

similar to  s ustainable p ractices in  te rm o f h eavily in vest in  p eople ( 10% o f to tal 

budget), how ever, t hese a re s ome b ehaviors l ook l ike Locust. F or e xample w hen 

company faced with the financial crisis, company would reduce head count by lay off 

employees who did not achieve target. By doing this way, employees’ insight afraid of 

the reducing head count and they might feel stressful like this place is not safe so far, 

they might not be lay off in the future. This way leads to their un-secured feeling in 

their job. In order to enhance performance in the long-term, Baxter should value staff 

in al l s ituations, ev en t he f inancial cr isis. R efer f rom S CG p ractice ( Kantabutra an d 

Avery, 2013), SCG heavily invested in developing staffs, it has not laid off staffs even 

in the crisis situation. So Baxter should have save cost by cutting other expenses, not 

people cost. Company could engage people and increase their loyalty so far. This way 

leads to their secured feeling in their job. 

Self-Management: Under s ustainable pr actice ( Avery 2010) , i t 

recommended t hat em ployees a re s elf-managing. They can r un j ob b y their ow n 
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capacity. From interview, HR manager at  Baxter always encourages staffs to be self-

manager. S ome s taffs could do j ob b y t heir ow n m anaging but  young s taff i n s ome 

teams co uld n ot b e s elf-manager be cause t hey thought t hey did not  ha ve e nough 

experience. They always request managers did for them. This practice also influences 

other staffs i n o rganization. The ot hers w ere n ot w illing t o do j ob b y t heir ow n 

capacity, sometimes they ask the senior staff did or directed job for them. This is the 

critical point of this company where need to focus. In addition, cause of Thai culture 

that always obe ys s upervisors, t he pr evious s tudies s howed l east e vidence a s well. 

Mahidol University (Kantabutra and Saratun, study, 2013) show least evidence of self-

management. This is a challenge practice that Mahidol try to fill the skill gap and give 

succession plan for staffs that lack of self-management. SCG (Kantabutra and Avery, 

2013) w here employees ha ve t o be come m ore self-managing t o s upport c ompany’s 

sustainable practice. 

From Honeybee sustainable practice, Baxter has to create company culture 

to e ncourage em ployee act  as  s elf-managing. HR de partment t ry t o i mprove t his 

practice b y encouraging a nd de veloping s taffs, s o t hat t hey c an r un the j ob b y 

themselves. S CG i s t he ex ample co mpany i n p revious s tudies w here al ways 

encourages self-managing in organization. 

Trust: Furthermore, as  t he H oneybee s ustainable l eadership p ractice, 

employees a re c onsiderate t o be  t rust b y t heir m anager. They c an do j ob e ffectively 

without c losely m onitor ( Avery 2010). B ase on  t his r esearch, B axter d emonstrated 

least evident. Cause of company’s culture that young staffs are not willing to be self-

managing; they always ask help from their manager. Then manager often monitor their 

staff closely. Manager might lose time for monitoring their staffs instead of spending 

time focus on strategic job to increase company performance. This way does not lead 

company to be sustainable leadership. Compare with the previous studies, Baxter has 

this practice quite different from the sustainable company where has high trust such as 

Mahidol University (Kantabutra and Saratun, 2013), SCG (Kantabutra, 2013). At SCG, 

a group president does not need to screen subordinates’ proposals much because the 

group president knows that the employees do not put anything which irrelevant. The 

high t rust a lso s howed i n True C orporation, t he t op m anagement doe s not m onitor 

closely, just visit front-line employee once a month. So Baxter had better improve this 
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practice align with Honeybee Philosophy, Managers do not need to monitor their staffs 

closely. Moreover, they should encourage staffs to have more commitment. By doing 

this way, it can help company be more sustainable in the future. 

Self-engagement: As Honeybee practice, the self-engagement is contained 

in s ustainable l eadership p ractice. The p rior s tudy, M ahidol U niversity (Kantabutra 

and S aratun , 2013)  de monstrates m ost e vident i n or ganization i llustrate a  f aculty 

member ha s e motional c ommitment b y r efusing t he hi gher of fer f rom a nother 

company because he feel working in this university l ike he is working for the King. 

Moreover, t he l ectures t ake care s tudents’ be yond e xpectation f or example, l ecturer 

always as ks ab out ac ademic p rogress. F rom t his r esearch, B axter al so d emonstrates 

this p ractice b ut t he d ata s hows l east evidences. S ome s taffs d o n ot h ave em otional 

commitment, they focus only their job. 

As H oneybee f ramework, c ompany s hould va lue e motionally committed 

staffs i n all l evel. B y d oing t his s uggestion, i ts s taffs are w illing t o do  t hing w hich 

beyond their responsibility. It helps support sustainable leadership status in long-term. 

From t his r esearch, i t co nfirmed t hat B axter h ealthcare ( Thailand)’s 

practice closely fit the Honeybee sustainable leadership. 16 of 23 elements appear to 

be moderately or strongly evident in this organization. This pharmaceutical company 

shows the s trong evidence of  CEO concept which is clearly usual among Thai f irms 

where t he C EO acts l ike h erotic. M eanwhile o ther p ractices s eem l ike o ther 

sustainable companies in previous s tudies which i s va lue on pe ople and s takeholder, 

long-term pe rspective, s trong or ganization c ulture, t eam o rientation, f ocus on t he 

innovation, condenses decision making, work with e thic, responsible for society and 

environment, C EO w orks a s t eam pl ayer and a lways s hare vi sion, e mployees of ten 

share the knowledge, and quality concern. So this sustainable philosophy is l ikely to 

enhance many aspects of organization performance. 

However, i n or der t o be come m ore s ustainable, i n t he f uture i n r elevant 

market, c ompany s hould a dopt t he r emain elements w hich s how l east e vident i n 

current situation to be strong evident.  
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5.2 FINAL CONCLUSION  

This s tudy explored t he H oneybee s ustainable pr actice o f B axter 

Healthcare (Thailand). T he f inding d erived from t he i nterview 1 1 persons of  

management t eam, i ts s taffs an d i ts s takeholder’s s urvey o f B axter H ealthcare 

(Thailand). 

In t he b eginning, t he r eview of  t he s ustainable organization i n Thailand 

where a pproach s ustainable l eadership pr actices, R hineland ( Avery, 2005)  a nd 

Honeybee ( Avery and B ergsteiner 2010, 201 1), R hineland a pproaches a re t he 19 

elements f or l ong-term s ustainability en terprises. M ore r ecently, “H oneybee” w as 

introduced, builded on the Rhineland leader practices. The Honeybee concept focuses 

on 23 practices in order to support the sustainable leadership status in its market. The 

previous studies were found that there. In addition, from finding in this research and 

observation s how t hat many Thai corporations’ pr actices c losely fit t he H oneybee 

criteria t hat Avery a nd B ergesteiner (2010) i dentified, t o ve ry d egree. H owever, 

companies are founded that one element does not fix/or least evident/ the sustainable 

leadership p ractices. It i s t he CEO role, t hey di d not  work as t eam speaker, and the 

CEO appears to be highly respected, for example Mahidol Universit. Moreover, i t i s 

noticed that self-governing practice was not be strong evident in Thai companies. This 

is quite challenging in Thai society that traditionally values obedience’s to superiors. 

Nevertheless, some companies have developed culture which employees have had to 

become more self-managing to support company’s culture. For example, Siam Cement 

Group, Mahidol University.The present student found that the results were consistent 

with Honeybee leadership practice. 21 from 23 practices align with Honeybee concept 

in va rious de grees. C ompany s howed s trong e vidence in m any a reas; de veloping 

people, ethical behaviour, long-term perspective, organization change and considering 

process responsibility for environment, social responsibility, stakeholder focus, shared 

vision, c onsensual d ecision m aking, t eam or ientation, know ledge s haring, a nd 

retention, s trong c ulture, hi gh qua lity, a nd t he C EO c oncept. C EO w orks a s a  t eam 

player of  the top t eam management, this outstanding practice i s di fferent f rom other 

Thai or ganizations w here t he C EO a ppears t o be  hi ghly r espected. This s tudent 

attempts t o e xplain ho w c ompany m anages w ithin or ganization to be  s ustainable 

company. It s uggests t hat B axter s hould p romote w ithin or ganization m ore t han 
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appointing outsider, include provide official plan of  successor to them and company 

had better s trongly v alue on pe ople e .g. no l ay off pol icy even i n di fficult f inancial 

situation. Moreover, the firm can encourage staff to work by self-managing and values 

emotionally commit. Trust is also considered practice within organization as well. This 

suggestion w ould i mprove c ompany p erformance t o be come t ruly sustainable 

organization in the long-term. 
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