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ABSTRACT

This independent study aimed to measure organizational readiness towards
environmental changes of Advance Info Service Public Company Limited, Regional Operation —
North Region.

The tool to measure the organizational readiness to changes was developed from 77
standardized questions of Organization Readiness Inventory by Moseley and Swiatkowski (2003),
patterned after 7S model by Peters and Waterman (1988). The original questions were screened
out for the similarity and redundancy and only 35 items were applied to this study, consisted of 5
items from 7 readiness components. Subsequently, the questionnaire was translated and tested for
its reliability based on Cronbach’s alpha coefficience. The overall reliability coefficience was
0.954.

In this case, samples were collected from all the 306 employees. The results from
measuring organizational readiness towards environmental changes of Advance Info Service
Public Company Limited, Regional Operation — North Region, were as follows: Strategy,
Structure, System, Skills, Style and Shared Value were at the high level. Which means, the
management was taking actions as they promise. The results also reflect that the company had an
effective internal communication system. Staffing was at the medium level. Which means,
Employees were aware of what the organization’s plans were. Actual activities needed to be

undertaken and evident to maintain momentum and employee support.



When compared against their demographical backgrounds, opinions of employees were
different with respect to their ages, departments and working periods.

In light of Strategy, employees, with different ages, had different opinions on the linkage
between knowledge improvement activities and corporate goals, and on the allocation of
resources employee development. In term of Structure, employees, with different ages, had
different opinions on the relationship between work procedures and human resource development
policies. In term of Style employees, with different ages, had different opinions on the
involvement of managers coaching and providing feedback to employees, and on the level of
active listening to subordinate opinions.

In light of System, employees, within different departments, had different opinions on the
degree of understanding impact of an individual’s decision on other colleagues. In term of
Staffing, employees, within different departments, had different opinions on the employee
retention, and on the length of position vacancy period.

In light of Skills, employees, with diverse working periods, had different opinions on the
impact of reward and recognition on personal desire to skill development and on the organization
assistance in establishing personal development plans. In term of Staffing, employees, with
diverse working periods, had different opinions on availability of opportunity for growth. In term
of Style, employees, with diverse working periods, had different opinions on the involvement of
managers coaching and providing feedback to employees, and on the level of active listening to

subordinate opinions.



