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Abstract

This research aimed to 1) study the level of cross-cultural management practices and
organizational performance in Chinese multinational companies in Thailand, and 2) compare the
organizational performance of these companies classified by individual factors. This quantitative
research utilized a sample of 400 employees working in Chinese manufacturing and technology
multinational companies located in the Eastern Economic Corridor (EEC), selected through convenience
sampling. The research instrument was a 5-point rating scale questionnaire. Data were analyzed
using descriptive statistics, including frequency, percentage, mean, and standard deviation, as well as
inferential statistics, including t-test and One-Way ANOVA. The research results revealed that: 1) the
overall cross—cultural management and organizational performance were at a high level. Specifically,
leadership in cross—cultural management and employee satisfaction in organizational performance
exhibited the highest average scores. 2) The comparison of organizational performance indicated that
factors such as gender, education level, job position, supervisor's nationality, and work duration
significantly affected the perception of organizational performance at the .05 statistical level. Male
employees perceived higher organizational performance than female employees. However, age did
not show any statistically significant difference. This research indicates that employees' personal
characteristics correlate with their perspectives on organizational performance within a cross—cultural
work environment. Therefore, organizations should promote intercultural communication skills and
develop executive capabilities to sustainably inspire motivation and professional pride among
personnel.
Keywords: Cross cultural management; Organizational performance; Multinational companies;
Management Arts; Chinese Employees
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(Decentralization in Projects) L‘W@ﬂ‘j muw@mmw"amwummﬂﬂwmmiﬁﬂmm

2. ﬂﬂLﬂu’ﬂLLu”Gfuﬂ'ﬁfJ@Elﬂ‘N(ﬁlfﬂTﬁ mcjwmimﬂﬁﬂmqwme‘mumﬁu (Comparotwe
Research) SERINLBT I ERANNAY iyﬂu LAz ARz AN LT e LWﬂﬂumﬁﬂLmu
qumqmwuﬁﬁumﬂﬂ‘mmﬁJMNQWﬁmmmﬂmwLLqm@@mmﬂﬁ”mﬂfm

’ﬂ\‘iﬂﬂ']’“lﬂ»l‘i?ﬂﬂd

ﬂﬁ‘mu‘W‘LITN WMaBI155dNH 'Sino-Thai Paternalistic & Part|C|pc1t|ve Integrotlon Model' (STPPI
Model) %\‘@T‘MLWMQWTMU‘J’UWWQWNLLGIﬂG]’Ni”ViQ’N‘WNuﬁ‘ﬁNT‘Wﬁ A% m‘smmummﬁummuuu
WISRITH (Paternalistic) T‘Hﬁ ZAUNNNTA ﬂfJUﬂTﬂﬂUﬂ’]‘iLﬂﬂwu‘VlT‘ViLLﬂﬂﬂﬂfJ"lNﬂﬂL‘iﬂuT‘l&‘j ﬂll@@ﬂ’]ﬂ
(Port|C|pot|ve "V“’Lﬁuﬂ@\fﬂﬂuﬂ@’]\‘l (Mediator) T‘Hﬂ’ﬁﬂi’]d’ﬂ@@ﬂ‘]&lmLLﬂ”ﬂ‘J’mﬂ’]ﬂf‘l&l?@ %ﬁLLU@Nﬂ@‘Wﬁ
\Eﬂﬂﬂ'J’]N‘WQW‘ﬂT@LL@“’N@Wﬂ’]‘W“ﬂIﬂQ’B\?ﬂﬂﬁ\tﬂﬂﬂﬂﬂ
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