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Abstract

To cope with a rapidly changing business environment, firms are required to maintain
organizational performance and competitiveness in the long term. Dynamic capabilities allow
employees in the organization to integrate, build, and transform internal and external resources to
address environmental changes; this is mainly supported by managers or business leaders to integrate
and reconfigure organizational resources. The potential of dynamic capabilities can also create new
ideas for achieving high performance, and it is a key factor of competitive advantage. The objective
of this paper is to synthesize the components of Dynamic Capabilities, High Performance
Organizations, and Competitive Advantage in organizations. In summary, there are three components
of Dynamic Capabilities as 1) Sensing Capability, 2) Transforming Capability, and 3) Learning
Capability. There are five components of High-Performance Organizations as 1) Management
Quality, 2) Continuous Improvement and Renewal, 3) Openness and Action Orientation, 4) Long-
term Orientation, and 5) Employee Quality. There are three components of 1) Differentiation, 2) Cost

Leadership, and 3) Innovative Technology and Process in this study.
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Introduction

Thailand has an established manufacturing sector, major industries include vehicle and
automotive parts manufacturing, agricultural production and food processing, electronics
manufacturing, and petrochemical production. With nearly 10 percent of the population employed in
the manufacturing sector which the industry serves as one of the primary drivers of the Thai
economy. (Statista, 2024).

Even Thailand was a large manufacturing, according to report of Satimanon (2017) and
Chareonwongsak (2020) found that Thai labors skills was mismatch as business environment
changes. In line with Department of Industrial Promotion (2015) mentioned that economic in
Thailand will be driven by innovation that also need more higher skill of labor in Thai manufacturing
sector. But currently, Thai labor quality in currently is productivity comparing with upcoming
markets like Indonesia and Vietnam. This is possible a signal that the Thailand country is moving
forward to low competitive advantage and dynamic capability.

To maintain competitive advantage and keep organization’s performance for manufacturing
sector in Thailand, Ministry of Economy, Trade, and Industry suggested that manufacturing
industries need to have more strengthen on dynamic capabilities under the age of uncertainty. And
increasing competitive advantage did not mean only machining investment but also decide based on
existing data, included training and development people in an organization to adapt as rapidly
external environment changes is needs (METI, 2020). According to employee recognized on
organization value and then can continuously search other opportunities to create new product that
impact to competitive performance. Therefore, manufacturing industrials are also required to invest
and maximize knowledge and skills of employees to enhance high performance organizations
(Kareem & Mijbas, 2019; Sowaphas, Duangdara, & Otayarak, 2020) and to maintain an
organization’s competitive advantage.

As mentioned previously, the ability of employee to integrate, build, and transform internal
and external resources to address environmental changes is a process termed of “Dynamic
Capability” (Siriyasub, Jadesadalug, & Thammaapipon, 2024). Dynamic Capability (DC) is the
ability of an organization to perceive opportunity-based transformation to maintain competitive
advantage and superior organizations by sensing opportunities and threats of the external

environment (Siriyasub, Jadesadalung, & Thummaapipon, 2024). Dynamic capabilities contribute to
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organizational effectiveness through the effective modification of existing operating routines along
with focusing on learning and seeking a new competency of the organization to sustain competitive
advantage in fluctuating market needs (Wongwanish & Laohavichien, 2023).

Dynamic Capability and High Performance Organization are often related to each other
because dynamic capabilities aim to improve an organization’s performance effectiveness (Zollo &
Winter, 2002). In line with de Waal (2020), a High-Performance Organization (HPO) is an
organization that accomplishes results (financial and non-financial) that are exceptionally better than
competitors (in the same industry) over more than five years. The organization needs to design the
effectiveness of working operations to quickly respond to such an environment (Schermerhorn, Hunt,
& Osborn, 2003). This includes the need to have a clear backup plan to deal with various conditions,
including scenario analysis of each impact for business achieving (Yaemsuda, 2023).

Meanwhile, Dynamic Capability is fundamental to Competitive Advantage (CA). CA is
determined to a business strategy of cost reduction and creating a differentiation of products or
services. It takes advantage of opportunities according to the environmental changes to increase
organization efficiency and success as business objectives (Noordin & Mohtar, 2013; Beigi et al.,
2023). CA is the consequence of strategy execution in creating, combining, and transforming various
internal and external capabilities of an organization for growth over time (Sitanggang & Absah,
2019), including responsive service delivery that aligns with market needs and customer behavior
(Kanjaikaew, Chemsripong, & Khorchuklang, 2023).

Dynamic capabilities framework underlines organizational and strategic managerial
competencies that enable business leaders to achieve competitive advantage. Competitive advantage
depends on dynamic capabilities that creating organization competency uniqueness and leads to the
value of people development in an organization. And dynamic capabilities also lead competitive
advantage of organization beyond competitors and to maintain long-term performance success. There
are lots of components of dynamic capability, high-performance organization and competitive
advantage. It is difficult to apply all components in organization according to time and energy
investment of management and HR practitioner. Therefore, this paper aims to synthesize the
components of Dynamic Capabilities, High Performance Organizations, and Competitive Advantage,
included summary action needs for benefit of creating employee’s dynamic capabilities, enhancing

high performance rrganization, and maintaining competitive advantage of organization.
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Literature Review

Dynamic Capability

The concept of dynamic capability was introduced by Teece et al. (1997) and defined as “the
firm’s ability to integrate, build, and reconfigure internal and external competencies to address
rapidly changing environments” (p. 516). Later, dynamic capabilities were defined by many authors
as Winter (2003) mentioned that they are capabilities that operate to extend, modify, or create
ordinary capabilities. Pavlou and El Sawy (2011, p. 239) defined dynamic capabilities as a means for
handling fluctuating environments by helping managers enhance, adapt, and reconfigure existing
operational capabilities into new ones that better match the environment. Zhou et al. (2019) defined
three dimensions: perception capabilities, integration capabilities, and resource allocation. In
conclusion, it is the ability that allows employees in an organization to sense and shape opportunities
and threats to maintain organization competitiveness by enhancing, combining, protecting, and
reconfiguring the business firm’s intangible and tangible assets to address a rapidly changing
environment. There are many important factors leading to an organization achieving high
performance and competitive advantage. For this paper, the components are explained according to
the synthesis table which showed in Table 1, component of Dynamic Capabilities found 7
components, the researcher selected the component which had frequency of used more than 50
percentages of literature review. There are 3 components as 1) Sensing capability, 2) Transforming
capability, and 3) Learning capability in this study.

Tablel Synthesis components of Dynamic Capabilities
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2 Seizing capability v v v v 4 40%
3 Transforming capability v v v v v v v 7 70% v
4 Learning capability v v v v v v v 7 70% v
5 Innovative capability v 1 10%
6 Integrating capability v v 2 20%
7 Coordinating capability v v 2 20%

A o o A

wssgaaasuazuduIsgInaUiian U1 21 advdl 1 ansas - auizw 2568 152




ISSN 3056-9702 (Online)

6 a a e o 6
Lﬁiﬂjﬂ?ﬂﬂﬂm&'ﬂiﬁﬁ’g‘inﬁ)i/i?’lﬂ‘u
BUSINESS ADMINISTRATION AND ECONOMICS REVIEW

Sensing capability. Sensing is the ability that allows business employees and leaders to
perceive opportunity-based transformation quickly and to identify, assess, and develop opportunities
while interacting with the external environment, regularly searching, exploring, and analyzing
information and knowledge to provide the essential information for making an effective decision of
management (Rashidirad & Salimian, 2020). Included developing a new product/service to create
more opportunities in the market (Wongwanich & Chienwatthanasuk, 2021). Additionally, it is the
forecasting ability to understand the future and transform toward the ability development of the
organization (Teece & Leih, 2016; Teece et al., 2016).

Transforming capability. This is the ability to adapt, decrease, or increase existing
resources to align with business transformation, and it is also linked to the capabilities of
organizational development (Teece, 2012). Jurksiene and Pundziene (2016) and Eng and Okten
(2011) explain more about the way management can transform processes, organizational resources,
and knowledge, restructure capabilities, and create internal change to manage organizational learning
and creativity. Therefore, transforming capability is the ability to transform processes, an existing
organization’s resources, and the capability to create the new organizational capabilities for the
benefit of the firm.

Learning capability. Learning ability is the ability to obtain, absorb, adapt, and apply
existing knowledge to create new knowledge, learn new things externally, and later adjust or apply
this knowledge within the organization. (Teece, 2012; Darawong, 2017, Wang & Ahmed, 2007;
Wongwanich & Chienwatthanasuk, 2021). Learning capability helps an organization to create value
in business environment changes, and this is an organization’s asset that allows employees in a firm
to transform and use its internal and external resources appropriately (Zott, 2003; Nieves et al., 2017,
Rashidirad & Salimian, 2020). In this study, learning capability is the ability to acquire through
formal & informal learning by a firm while acquiring new external information by gaining through
interaction with customers and suppliers.

High Performance Organizations

The concept of HPOs originally appeared in Peters and Waterman’s (1982) book, which
defined an HPO as an organization that keeps a strong culture among a group of employees as
leadership, strategies, structure, and employee competencies. HPO’s concept has been improved and

developed over time. Several scholars provided a variety of definitions, depending on experiences or
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perceptions for instance Miller (2002), similar with Schermerhorn et al. (2003), stated that an HPO is
an organization designed to support employee work with effectiveness and for sustainable
organization through people development. American Management Association (2007) stated that an
HPO is an organization with accomplishments in excellent management in various aspects, and such
accomplishments have been continued for a long period. De Waal (2020) stated that an HPO is an
organization that is exceedingly better than competitors on financial and non-financial results for five
years or more by concentrating in a well-organized way on what really matters to the organization. In
conclusion, it is an organization that has excellent management in various aspects of financial and
non-financial results, such as effective working design to support employees performing well on the
people development system, strong leadership, high employee initiative level, productivity, and
innovation. The perceptions of high-performance organization, there are many dimensions leading to
an organization achieving high performance and competitive advantage. For this paper, the
components are explained by the synthesis which showed in Table 2, the synthesis component of
High-Performance Organization found 24 components in this literature review, however the
researcher selected the component which had frequency of used more than 50 percentages.
Therefore, in this study was apply those 5 components as 1) Openness and Action Orientation, 2)
Management Quality, and 3) Long- term Orientation, 4) Continuous Improvement and Renewal, and

5) Employee Quality.
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Table2 Synthesis components of High-Performance Organization
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2 Management Quality v v v v v v 6 60% v
3 Long- term Orientation v v v v v v 6 60% v
4 Continuous Improvement and Renewal v v v v v v 6 60% v
5 Employee Quality v v v v v v v 7 70% v
6 Organizational Changeability v 1 10%
Creating a Knowledge-Rich
7 v 1 10%
Context for Innovation
8 Creating a Boundary-less Organization v 1 10%
Stimulating People to Achieve
9 v 1 10%
High Performance
10 | Becoming A Great Place to Work v 1 10%
Becoming a Values-based
1 v 1 10%
Organization
Share information and Open
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Communication
13 | Compelling Vision v 1 10%
14 | Ongoing Learning v 1 10%
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Results
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Management Quality. De Waal (2015) explained that the quality of management concerns
maintaining trusting relationships with people on all organizational levels by valuing employees’
loyalty, treating talented employees fairly, showing respect to each other, creating and maintaining
relationships both individually and as a group, and encouraging belief and trust in others (Holbeche,
2004). Organizational leaders need to have a high level of leadership according to key success factors
of organizational achievement (Sowaphas et al., 2020). Leadership needs to manage differences in
norms and values, which are important for high performance organizations because of the variety of
employees in an organization, whenever an organization changes, there might be resistance from
those employees; when becoming an HPO is the destination, leadership is the engine.

Continuous Improvements and Renewal. HPO Center (2015) mentioned that in an HPO,
employees are always motivated to bring out the best in themselves and their organization. The
organization also tries to improve, reduce duplicate functions, and adapt working processes to be
consistent with its products and/or services to create competitive advantages to respond to market
development. This is in line with Buytendijk (2006) and Kaplan and Norton (2001), which proposed
that an HPO must always upgrade itself by speedily creating skills to adjust to environmental changes
while continuously modifying internal working processes, including measuring and reporting on
important matters that must be organized (Rogers & Blenko, 2006); additionally, creative ideas and
innovations must be realized (Linder & Brooks, 2004; de Waal 2008; Mische, 2001).

Long-Term Orientation. HPO Center (2015) mentioned that long-term success always
takes priority over short-term benefits in High Performance Organizations. There is a safe and stable
work environment. Safety means not just about physical employee safety but also employees feeling
safe to speak up about issues and discuss with each other; there is an opportunity for career progress
to align with more attention to long-term relationships with all groups of stakeholders, such as
stockholders, employees, suppliers, clients, and society (HPO Center, 2019).

Employee Quality. An HPO is an organization that shares power and decision-making
throughout the organization, not only from the top management, where its participation,
collaboration, and teamwork are a way of life (Blanchard, 2007). De Waal (2015) explained that an
HPO continuously develops employees by training them to be more resilient and flexible, allowing
them to learn from stockholders (especially suppliers and customers), inspiring them to work their

capabilities fully to achieve exceedingly good results, and letting them be creative in looking for new
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productive working approaches to achieve the desired results. In addition, Buytendijk (2006) also
suggested linking all programs in an organization, called “Performance Management,” to getting gap
analysis for doing development in an organization.

Openness and Action Orientation. HPO Center (2015) proposes that managers and
employees in High Performance Organizations share a dialogue. The members of an HPO spend their
time exchanging knowledge, experience, and learning continuously to improve performance and to
obtain new ideas to upgrade their work. Employees in an HPO are allowed to conduct experiments
and let them learn from their mistakes; this is a way to drive their organization with total
performance. This is in line with de Waal (2008), who mentions that an HPO has focused on
employee engagement by exchanging internal and external knowledge in networking to create new
ideas for organizational improvement with higher productivity and efficiency.

Competitive Advantage

In theory, competitive advantage was pioneered by Porter (1980), who defined competitive
advantage as the value a firm can create for its buyers that exceeds the firm’s cost of creating it.
Several authors kept the definition similar with Porter, such as Runyan, Huddleston, and Swinney
(2007), who stated that competitive advantage is attributed to a firm’s resources and capabilities.
Ehmke et al. (2022) and Hadj et al. (2020) stated that competitive advantage is the nature that a
company can gain over competitors by offering customers greater value, delivering high quality
products and services, either through lower prices or by providing additional benefits and services
that justify similar, or possibly higher prices. In conclusion, competitive advantage is an advantage
over competitors earned based on offering greater value or lower prices or through more benefits
justifying higher prices, including providing value added by technology and processes through
products. The perceptions of competitive advantage, there are several factors leading to an
organization achieving competitive advantage. For this paper, the components are explained by the
synthesis which showed in Table 3, the synthesis component of Competitive Advantage found 10
components in this literature review, the researcher selected the component which had frequency of
used more than 50 percentages of literature on studied. Finally, the researcher got 3 components as 1)

Differentiation, 2), Cost leadership and 3) Innovative Technology and Process in this study.
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Table3 Synthesis components of Competitive Advantage
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No. | Components 1 2 3 4 5 6 7 8 9 10 10 %
1 Cost leadership v v v v v v v v 8 80% v
2 | Differentiation v | v | Vv v | v v 6 | 60% | v
3 Focus Orientation v v 2 20%
Innovative Technology
4 v | v v v | v |V 6 | 60% | v
and process
5 Market Responsiveness v v 2 20%
6 Strategic Management v 1 10%
7 Neutralizing risk v 1 10%
8 Customer Satisfaction v 1 10%
9 Market Orientation v 1 10%
10 | Flexibility v 1 10%

Differentiation. Differentiation is one of the strategy approaches for doing business
whereby firms try to increase a competitive advantage by increasing the willingness of customers to
pay for the products or services they sell (Barney, 2011). This is in line with Lepak and Gowan
(2010), David and David (2017), Lumpkin and Eisner (2010), and Wen-Cheng et al., (2013), who
emphasize achieving a competitive advantage over competing firms by providing something unique
for which customers are willing to pay a premium. There are an unlimited number of potential
sources of differentiation from competitors, such as unique product features, location, innovation,
reputation, customer service, or quality as a source of competitive advantage (Lepak & Gowan,
2010). Also, Marcus (2011) supported that uniqueness can be achieved through a high level of
quality and/or relations with suppliers.

Cost Leadership. A firm that chooses a cost leadership business strategy focuses on gaining
an advantage by reducing its economic costs below all its competitors (Barney, 2011). David and
David (2017) emphasized producing standardized products at a low per-unit cost for consumers who
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are price sensitive or offering customers a range of products or services at the lowest price available
compared to competitor’s products with similar attributes. Moreover, cost advantage can support an
organization to achieve long term competitive advantage through the efficiency and potential of cost
position (Wang et al., 2014). If the cost is low or can be reduced significantly, the business will have
a higher profit margin (Patcharachotsuthi, 2022).

Innovative Technology and Process. Adaption to change is like what we do in the context
of competition among modern firms; management innovation is about finding or creating new
activities, smarter, and more efficient ways of processes and structure in organization activities in
firms (Foss, 2012). This is in line with Songsuntonchiwong (2016), who stated that innovation is for
the development and improvement of better efficiency in operations such as material use, operation
time consumption, and the ratio of waste from daily operations in organizations. Product innovations
are products that are perceived to be new by either the producer or the customer; the latter includes
both end-users and distributors. And Songsom (2019) mentioned, the ability of process
innovativeness is about improvement or creativity in daily operations for higher productivity,

including technology management applications.

Summary of Dynamic Capability, High Performance Organization and Competitive

Advantage
In this study, which includes a review of literature on theory and research, the researcher
concludes the components of Dynamic Capabilities, High Performance Organizations, and

Competitive Advantage which showed in Figure 1.

Innovative
Technology
and Poc

| Differentiation |

“ost
Leadership

Competitive
Advantage

Management Continuous Long-term | | Employee | | Openmessand
Quality Improvement Orientation
: and Renewal

Employee
ality

Action
Orientation

Learninig
Capability

| Sensing Transforming
Capability Capability

Figure 1 Components of Dynamic Capabilities, High Performance Organizations, and Competitive

Advantage of Organizations
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According to literature review found that dynamic capability is a tool for creating
organizational competency uniqueness and leads to the value of people development in an
organization. The organization must have an effective strategy to invest and maximize employees’
knowledge skills and promote dynamic capability in organization. As the synthesis results of
Dynamic Capability found that the component of Sensing Capability, Transforming Capability, and
Learning Capability can increase employees’ dynamic capabilities. Sensing Capability is the ability
that allows employees to perceive opportunities and threats from transformation changes, then
forecast and transform the existing resources and capabilities to be a better organization.
Organizational leaders who have this capability can sustain profitable growth of the organization.
Transforming Capability is the ability to modify, decrease, increase, and integrate resources to be
in line with transformation; the organization could promote an employee to initiate improvement
ideas to develop their daily working process, and it could support their capability. Learning
Capability is the ability to apply existing knowledge to create new knowledge, learn new things
externally, and transmit this new knowledge throughout the organization. Whenever employees have
this capability, it helps an organization to create value in the transformation era. Moreover, learning
capability is an organization’s asset that allows employees to transform and apply their internal and
external resources appropriately.

Regarding dynamic capabilities that aim to improve an organization’s performance, having
dynamic capabilities can upgrade an organization’s performance towards achieving high-
organization performance. The synthesis results of a High Performance Organization in this study
found the components as Management Quality, Continuous Improvement and Renewal, Openness
and Action Orientation, Long-term Orientation, and Employee Quality which are essential factors for
enhancing High Performance Organizations. Management Quality is the ability of an organization
leader to build a vision and manage the differences of a variety of employees to achieve a set of
behaviors in an organization. Organizational leaders need to have a high level of leadership
according to the key success factor of organization achievement; the management development
concept is also important to develop the quality of management as the organization expects.
Continuous Improvement and Renewal is an organization, and employees try to do everything to
improve and upgrade products, services, and work processes in a smarter. This component helps the

organization speedily adapt to the environment. Long-term Orientation is the long-term
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relationship with all groups of stakeholders, such as employees, suppliers, clients, and society.
Having a long-term strategic plan supports the organization’s competitiveness, such as providing
supplier development programs, which would result in the firms earning quality products at lower
prices. Employee Quality is how power and decision making is shared and distributed throughout
the organization. The organization inspires or drives employees to work fully on their performance so
they can achieve better results or allow them to create or look for new productive and effective
approaches to achieve the desired results that impact the organization’s performance. Openness and
Action Orientation are focused on employees’ opinions by allowing them to conduct experiments
while accepting their mistakes as lessons learned. This then returns to conducting a dialogue with
each other to improve employee performance.

Dynamic capabilities are also the keywords to generate competitive advantage. The
continual development of dynamic capabilities is needed to maintain a business’s competitive
advantage. The synthesis results of Competitive Advantage found that the components of competitive
advantage as Differentiation, Cost Leadership, and Innovative Technology and Process are the key
fundamentals for maintaining the competitive advantage of an organization. Differentiation is
unique in product features, location, brand image, technology & innovation, dealers, network,
customer service, or quality which customers are willing to pay. The difficulty of imitation is the key
word of differentiation; the organization should focus on strength points based on core business, then
develop them beyond competitors. Cost Leadership is when the firm takes advantage of economies
of scale by producing high volumes of standardized products and then offering customers products or
services at the lowest price compared to competitors’ products with similar attributes. Additionally, it
can encourage employees in the organization to conduct internal improvement in the operation
process. This is beneficial for the organization’s effectiveness, which indirectly impacts cost
reduction. Innovative Technology and Process concerns finding or creating new activities, smarter,
and more efficient ways of delivering products, services, processes, and structures in an organization.
An organization needs to clarify the innovation needs, including the benefits or impact of technology.
However, innovative technology means not only investment in machines, software, or applications
but also the ideas and initiatives of employees for organizational improvement. Innovation can lead

to better working processes that support the competitive advantage of an organization.
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Recommendations

To support long-term business success, a manufacturing industrial needs to realize to create
and utilize human resources as a strong foundation of organizations. Therefore, the employees can
possess Dynamic Capabilities impact to organization performance, to enhance High Performance
Organizations and to sustain the Competitive Advantage of the organization. To make it possible, an
organization should understand and focus on developing each component. The recommendations for
creating employee’s dynamic capability, enhancing high-performance organization and sustain
competitive advantage of manufacturing industry as follow. Developing on Sensing Capability,
building a sense to all employee levels are very challenging. Organization should provide
engagement activity by empowering employees to bring their skill to initial innovation in their work
to align business needs or design communication kits which suitable for sharing business information
with difference level of employees. Transforming Capability, organization can support employees
in converting new ideas, processes into practical ways. Organization should encourage employee to
conduct routine improvement activities. To motivate them, organization should add a recognition
program (special benefits), including with adding improvement results into performance review each
of them. Learning Capability is fundamental to build up a competitive advantage though the
accumulation of knowledge and experiences, organization should design work process that
encourage employee to explore the new methods of their routine, establish a structure learning and
development framework that easy for employees to follow, create learning environment by providing
knowledge-sharing platforms then apply new knowledge to their colleagues.

Enhancing Management Quality, organization should identify important managerial
competencies, characteristics and behaviors that align with organization expected, then develop their
performance through project management to allow manager to recognize and acquire essential skill
according to financial outcome. To motivate management to drive KPIs success, the organization
should offer specific benefits or package based on performance or results. Fostering Continuous
improvement and Renewal, organization should provide employee with opportunities to innovate
the work process and solve problem based on their experience, this component is paralleled develop
on Openness and Action Orientation, encourage cross-functional improvement activity could
support an open discussion, diverse ideas, acceptance, enhancing employee engagement and building

trust in organization. Emphasizing Long-Term Orientation, organization should engage win-win
L ———————————————————————————————————————————————————————————————————————————————————————————
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initiative that benefits to key stakeholders who significant influence over the organization — Supplier,
organization should provide a development program for enhancing their ability to produce material
with quality and low cost, and Employees, organization should provide a safety work environment
both physical and metal health. Investing in Employee Quality, organization should design
development program that cater to employee’s varying performance level. For standard performance
and high potential employee, organization should develop them by assign challenging project and
providing them clearly on career opportunities. For underperforming employees should offer targeted
training and development programs to help them meet or exceeding standards performance.
Strengthening on Differentiation and Cost Leadership are fundamental or manufacturing
industry to sustaining business operations. To maintaining high product quality with cost-efficiency
also enhance customer satisfaction, the organization should prioritize building expertise in employees
according to employee skill can deliver superior quality and cost-effective solutions in
manufacturing. And leveraging Innovative Technology and Process, innovation is the outcome of
employees’ ideas that add value to the business, fostering a culture of innovation, using dynamic
capabilities to bridge the gap between intellectual capital and innovation performance, including with

implementing new tools and systems to support improving initiatives of employee.
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