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An Investigation into Business Excellence Activities and 
Perceptions across Asian Organisations 

 

Summary 

This paper examines the use of business excellence (BE) across Asia. The study investigates 
the effectiveness of BE in those organisations that adopt it and also the approaches these 
organisations use in order to adopt BE. 74 organisations were surveyed across India, Japan, 
Republic of China, Singapore and Thailand and this data was triangulated with the results of 
21 discussion groups and 13 interviews with senior executives of organisations that had won 
BE awards. The findings indicate that BE is seen as an important initiative and that winning 
BE awards is a key objective for organisations in the Asian region. There are, however, a 
number of barriers to BE adoption which include a failure to fully educate the majority of 
staff in BE, a lack of development of a BE culture and a lack of resources. 
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Introduction 
The purpose of this study was to investigate the current activities and perceptions of business 
excellence (BE) across Asian organisations. The paper looks at how BE can support the 
achievement of short and long-term goals, the barriers associated with adopting BE and the 
perception of the BE award process. 

There have been a large number of previous studies focussing on BE activities in western 
organisations. However, there have been far fewer studies on its impact in Asian 
organisations (Young and Wilkinson, 2001; Arumugam et al., 2008). One might argue that 
this is unsurprising as the 2 most recognised BE models are the Baldrige Criteria and the 
European Foundation for Quality Management (EFQM) model, both of which originated in 
the west. It is for this reason that this study gained the support of the Asian Productivity 
Organisation (APO) and the National Productivity Organisations (NPOs) within the 5 
selected Asian countries in order to offer a unique insight into the current activities and 
perceptions of BE within Asian organisations. 

BE can be defined as “excellence in strategies, business practices, and stakeholder-related 
performance results that have been validated by assessments using proven business 
excellence models (BEMs)” (Adebanjo and Mann, 2008). BE encourages a strategic 
approach to achieving both systems and process excellence with an aim of increasing 
business performance. There are several studies that have indicated the various benefits 
associated with adopting BE (Tari et al, 2007). For example, Saunders et al (2008) believe 
that BE allows organisations to measure their own performance against externally approved 
criteria as well as allowing them to identify strengths and weaknesses of the organisation, 
thereby identifying areas for improvement. BE also highlights the characteristics of a 
successful organisation, allows organisations to become “world class” and improves overall 
organisational performance. Other studies have shown that the level of BE maturity has a 
positive impact on the performance of an organisation (Curkovic et al., 2000; Douglas and 
Judge, 2001; Kaynack, 2003). Both Hendricks and Singhal’s (1997) and Escrig et al., (2001) 
found that the financial performance of an organisation improved once BE was adopted 
successfully, whilst Oakland and Tanner (2008) simply state that BE is of benefit to all 
organisations. 

BE has evolved from the better-known concept of total quality management (TQM). Since 
it’s inception in Rehder and Ralston’s (1984) paper, TQM has become integrated into most 
western organisations as a “way to do business”. The United States government set-up the 
Malcolm Baldrige Award in 1987 to provide the first set of clearly defined criteria for a 
recognisable “quality organisation”. In response, the European’s set-up their own EFQM 
model in 1991 with a view to endorsing quality across European organisations. South Korean 
and the Republic of China also created quality award schemes in 1989 and 1990 respectively, 
whereas India has numerous quality awards, each being based on different BEMs. The 2 most 
prestigious awards are the Confederation of Indian Industry (set-up in 1994) and the Indian 
Merchant’s Chamber’s award (set-up in 1996). Singapore utilised the Baldrige Criteria to 
create its own quality award in 1994. It wasn’t until the mid 1990’s that the terminology was 
changed from “TQM” and “quality” to “business excellence”, and the TQM models were 



then renamed BE models (Adebanjo, 2001). Mann (2008) states that the focus of this “new 
TQM” was to build on the philosophy of “old TQM” by adding clearly defined assessment 
models. It was thought this would improve the effectiveness of quality management in 
organisations after many scholars found that TQM could not live up to its initial promise 
(Dale, 2000). Following on from this, the Japanese set-up their own quality award in 1996, 
and by 2001 the Republic of China’s award was changed to align more with the Baldrige 
Criteria in and the Thailand quality award was also setup. 

There are currently 86 countries that have some form of BE award, 40 of which are based on 
the EFQM model, 17 use the Baldrige Criteria for inspiration, 18 have BE models that are 
completely unique and the remaining utilise multiple models (Mohammad and Mann, 2010). 
Grigg and Mann (2008) believe that BE awards have been “a primary means of formally and 
publicly recognizing the efforts of organisations that have achieved significant improvements 
or world-class performance”. A number of previous studies have identified the benefits of 
participating in the BE award process. For example, some studies have shown that even 
applying for (and not winning) an award increases the organisation’s level of recognition 
with the public (Biazzo and Bernardi, 2003; Khoo and Tan, 2003). Others have shown that 
award winners “perform significantly better than the industry medians in terms of 
profitability and assets utilization” (Hendricks and Singhal, 1997; Jacob et al., 2004). 

One issue involved with implementing BE within the organisation is the sheer number of 
improvement tools and techniques that exist. Organisations therefore face a challenge of 
implementing the tools and techniques that will be most relevant to their current business 
situation. Because of this, Saunders et al. (2008) asked organisations in 16 different countries 
to identify the tools they found to be most effective when choosing to implement BE. These 
included (in order of impact magnitude): tours of best-practice (or good practice) 
organisations; publications / online resources on BE; using BE workshops, training events, 
seminars and conferences; the availability of benchmarking data from other organisations; 
regular networking meetings for BE users; BE guides tailored to specific industries; 
opportunity to gain a BE award; and provision of external (or self) assessments. 

Given the history of BE, it is understandable that Western and Asian organisations tend to 
approach BE in different ways. Chuan and Soon (2000) believe this is also due to a cultural 
difference between the 2 regions. To support this, they identified the main differences 
between American and Japanese organisations: American organisations focus on the end-
result and believe that achievements are the result of individuals, whereas Japanese 
organisations use more of a “consensus approach”. Another key difference was highlighted 
by Khoo and Tan (2003) who found that Western organisations focus on an entrepreneurial 
culture which promotes individual freedom and creative thinking; in contrast Japanese 
organisations focuses more on team-oriented strategies due to the spiritual teachings of 
Buddhism and Shintoism. 

 



Research Aims 

The aim of this piece of research was to examine the level of BE deployment in organisations 
across five Asian countries. The study was based on organisation’s own perceptions of BE 
having deployed it some time in the recent past. The objectives of the study were as follows: 

• To evaluate how effective BE is in aiding organisations to reach their organisational 
goals. 

• To determine the different approaches used in order to deploy BE. 
• To investigate the region’s awareness of the BE award process. 

 

Research Methodology 

The research methodology for this study was conducted in 3 distinct phases: 

1. A questionnaire survey of organisations in all five countries, 
2. Discussion groups of senior managers from multiple organisations, and 
3. Semi-structured interviews of senior executives from some of the organisations. 

This mixed methods approach allowed the researchers to collect both qualitative and 
quantitative data, thereby providing a rich basis for the findings of the study. 

Questionnaire 

Using input from the national productivity organisations (NPOs) in each of the 5 countries as 
well as from the Asian Productivity Organisation (APO), a comprehensive questionnaire was 
designed. The questionnaire went through several iterations after feedback from all associated 
partners was incorporated. The targeted organisations for the questionnaire were those that 
were “for profit” organisations and that had “undertaken at least one assessment (either 
internal self-assessment or external assessment) of its performance using a business 
excellence framework”. One section of the questionnaire was devoted specifically to those 
that had won national BE awards in order to get their perspectives. The questionnaire 
explicitly stated that “the survey should be completed by the person (or team of people) that 
have a good understanding of your company’s business excellence approach and its impact 
on your company’s performance. This person(s) is likely to be a member of your senior 
management team or obtained the views of these people when completing the survey”. The 
questionnaire was made available online and was also printed or those that wished to 
complete a hard copy. It was also translated into Thai, Chinese and Japanese in order to avoid 
any issues of questions being “lost in translation”. In total, 74 valid questionnaire responses 
were received, of which 30 responding organisations were either current or past national BE 
award winners. 

Discussion Groups 

During national BE workshops that were taking place across Asia, the researchers managed 
to hold discussion groups with the help of the NPOs. All five countries participated n these 



discussion groups although the numbers of the discussion groups varied by country; six were 
held in India, 4 in Singapore, Republic of China and Thailand and 3 were held in Japan. In 
terms of composition, each group had between 4 and 8 senior managers with responsibility or 
experience of BE initiatives within their organisation with each group consisting of managers 
from different organisations. Each discussion group was asked to discuss given specific 
issues around BE, with the key notes being written down in discussion notes. 

Interviews with senior executives 

The final stage of data collection involved interviews with senior executives (typically CEOs) 
of organisations that had previously won a BE award. In total, 13 interviews were conducted, 
with 1 in the Republic of China and 3 each in Japan, India, Thailand and Singapore. These 
interviews were important as they allowed for the collection of vital qualitative data. The 
senior executives were identified via organisations that had completed the questionnaire. 

 

Findings 

In terms of the distribution of respondents by business sector, those in the manufacturing 
sector accounted for 44% of the total population with the 16 other sectors accounting for the 
remaining 56%. In terms of size of organisation, 53% of respondents had less than 1,000 
employees in their organisation whilst the remaining 47% had more than 1,000 employees. 
Finally, 90% of responding organisations were from the private sector, 8% were from the 
public sector and 2% were from the not-for-profit sector. 

 

Current BE Activities 

Respondents were asked to identify the current BE activities that were conducted within their 
organisation. The respondents indicated that education and training on BE were provided for 
the senior management team (60%) and majority of the organisation’s staff (56%). While this 
may sound good, in reality it suggests that a significant majority of Asian organisations are 
not currently training the majority of their staff in BE principles and techniques. In terms of 
the types of assessments that are currently conducted in Asian organisations, 67% indicated 
that they use internal self-assessment methods whereas 63% used external award-based 
assessment. Another 52% of respondents stated that they conducted an annual assessment of 
their BE activities, whereas 53% guarantee that the whole organisation is involved in the self-
assessment. Finally, 62% of respondents ensure that senior managers are fully involved in all 
BE activities, 60% have a full-time team who concentrate solely on BE and 62% have 
embedded a “culture of excellence” within their organisation. 

 

Achieving Organisational Goals 



Respondents were asked to identify their most important short-term organisational goals and 
also indicate how effective BE was in aiding them achieve those goals. The most popular 
goals identified by respondents included “Leadership and Vision” (36%), “Cost Reduction” 
(33%), “Customer Satisfaction” (33%), “Continuous improvement” (32%), “Employee 
Skills”, “Development and Training” (32%) and “Strategic Planning” (32%). In terms of BE 
effectiveness, the results indicated that respondents rated BE as a “Very Important” technique 
for achieving 11 out of the 15 most popular goals (on a scale of “Not Important”, “Somewhat 
Important”, “Moderately Important”, “Very Important” and “Essential”). 

Respondents were also asked similar questions involving the organisation’s long-term goals. 
The most popular long-term goals identified by respondents included “Strategic Planning” 
(54%), “Leadership and Vision” (48%), “Market Growth Internationally (34%), “Culture and 
Values” (33%) and “Innovation in Products and Services” (30%). Again, in terms of how 
effective BE is in aiding to achieve those goals, respondents revealed that BE was at least 
“Very Important” in order to achieve 11 out of the 15 most popular long-term goals. 

Respondents were asked how important BE was for gaining a competitive advantage in their 
respective markets the results showed that 33% were extremely confident in the ability of BE 
to ensure competitive advantage and 49% were very confident. In terms of obtaining and 
sustaining competitive advantage in the future, 26% of respondents believed BE was an 
essential technique, with 57% believing it was very important. 

 

Barriers to BE Adoption 

Respondents were asked to identify the main barriers to adopting BE in their organisation. 
The most significant barriers included “Lack of understanding of how to develop a BE 
culture” (38%), “Lack of clarity of BE benefits” (36%), “Lack of time for BE” (30%), “Lack 
of resources for BE” (29%) and “Lack of opportunities to learn from other companies” 
(26%). 

In addition to this, the discussion groups were asked to identify the main barriers they faced 
when attempting to adopt and sustain BE. Given that each of the 5 discussion groups took 
place in a different country, it is interesting to see that different regions seem to have similar 
barriers but also barriers that are specific to their region. The Indian discussion group 
identified the following barriers to BE adoption: 

• Top leadership do not see the need 
• Business excellence needs to be covered in leadership training programmes 
• Leadership commitment (plus longevity of top leadership in public sector leading to 

reduced willingness to change) 
• Companies are not aware of business excellence 
• Managers do not understand business excellence and how it differs from other 

initiatives/approaches 
• Results from business excellence are not seen quickly 



• Business excellence is not seen as an overarching framework 
• No demand from customers or from internal leaders 
• Companies use it for assessment rather than embedding excellence 
• Business excellence needs to make clear business sense and at the moment this is not loud 

and clear 
• There are multiple business excellence awards (CII, Rhavi Ghandi, Qimpro, Peacock 

awards etc) and some have little credibility. This creates confusion and impacts on the 
general perception of business excellence. 

The Japanese discussion group identified the following: 

• Short-termism of CEOs/senior leaders leading to focus on short-term profits  
• Outcomes from BE are less tangible than other initiatives such as Kaizen  
• No government support 
• Business excellence in Japan was initially thought to be primarily directed at customer 

satisfaction. Now this is no longer the case and there is a much better understanding. 

The Singaporean discussion group found the following: 

• Mindset is top-down and business excellence encourages empowerment etc. – therefore 
does not appeal to some senior managers 

• Difficult for some companies to understand how business excellence can be integrated 
with its other initiatives. It needs to be seen more as an overarching framework 

• Results from business excellence are difficult to quantify 
• Companies do not have the time to document and produce evidence as to why  they 

follow a certain path and take certain actions  
• Business excellence can be difficult to sustain due to staff turnover and lack of resources.  

The Republic of China discussion group identified: 

• Large Enterprises: CEO is not convinced by BE or TQM. They have their own way to run 
the company and have their own focus 

• Small and Medium Enterprises: TQM creates extra loading on employees 
• Limited education and understanding 
• Business excellence is perceived as not linking to performance  
• Business excellence primarily focuses on strategic perspectives and is time consuming  
• Commitment of top management team  

Finally, the discussion group in Thailand found: 

• It can be hard to understand for businesses 
• The positioning of TQM and business excellence is not widely understood and this may 

lead to some TQM companies not embracing it 
• Business excellence is considered to be costly as primarily promoted as awards 

programme 



• Too much focus on short-term profits 
• Leadership vision and attitude – hard to change 
• It is seen as a nice to have and not an essential ingredient for success. 

Following on from this, the discussion groups were asked how the identified barriers could be 
overcome. Again, the suggestions were different per discussion group. The Indian discussion 
group suggested: 

• More success stories, 
• Adopt a single model throughout India and have supporting regional programmes, 
• Having a curriculum on BE so that it is taught in schools and universities, 
• Creating a supporting program with visits by senior management to best practice 

companies needs to be set up throughout India, and 
• Increasing the profile of BE required with key BE advocates in organisations reporting to 

the CEO. 

The Japanese discussion group suggested: 

• The support of prefectures is valuable and the awards at this level have been successful in 
many prefectures, 

• Increased Government support, 
• Greater promotion of business excellence, 
• BE needs to be a top priority of senior managers, 
• Need to promote the core values and principles of business excellence in addition to the 

model itself, and 
• We need the baton of excellence to be passed from manager to manager, particularly 

important that CEOs pass it on to the next CEO. 

The Singaporean discussion group suggested: 

• Barriers can be overcome through better education, 
• Regular training, 
• Regular publicity, and 
• Constant reminders and ensuring that companies have a system in place to ensure that BE 

maintenance is a key part of the business. 

The Republic of China discussion group suggested: 

• Government should set effective incentives, such as tax reduction to NQA winners, 
special fund for companies which continue to be winners in ten years, and 

• Greater education and sharing between companies required. 

The Thai discussion group suggested: 

• Leadership training is required for CEOs, 
• CEO forums and business excellence sharing, and 



• Train the trainer training to develop more experts. 

 

Perception of BE Awards 

Respondents were asked to give their perception of the BE awards available in their region. 
Interestingly, 89% believed that their BE award had a “moderate-to-high” profile in their 
region. They were also asked for feedback on the BE award-process. Respondents felt that 
the most important activities conducted by the national BE administrator included the 
“Feedback report to applicants” (46%), “Publicity of the awards” (40%), “Guidelines and 
assistance for potential award applicants” (40%) and “Assessor Training” (40%). In terms of 
the award-related activities that respondents had experienced in the recent past, the activities 
that had been most experienced included “Assessor Training” (73%), “Site Visits to award 
applicants” (66%), “Attendance at award ceremonies” (57%) and “Feedback reports from 
assessors” (50%). 

Respondents were also asked to identify the most beneficial activities with regard to the 
award-process; respondents found that attending an award ceremony, receiving a guidebook 
to explain the BE framework and senior assessor training were the most beneficial activities. 
Interestingly, the “Feedback report to the applicant” was seen as the lowest ranked activity in 
terms of usefulness to the respondents. It can only be assumed that this is because the 
feedback reports received by respondents were of insufficient detail/quality in order to 
improve their BE activities adequately. 

In this regard, respondents were asked for suggestions on activities that could help improve 
the organisations’ level of BE maturity. 48% believed that a website containing best practice 
and information on BE was important, 34% suggested best practice tours whereas 32% 
believed that benchmarking services and consulting, networking meetings and workshops on 
BE should be the priority. 

Finally, respondents were asked if applying for a BE award was worth the time and effort it 
required; 71% believed the awards were either good or excellent value given the resources 
spent, whilst 27% believed they were average value. 

Following on from this, the discussion groups were asked for their perceptions on the most 
helpful BE activities in their region. Again, the results varied per discussion group. The 
Indian discussion group identified the following as the most helpful: 

• We have a good set of Indian standards that help companies to improve 
• Business excellence training by CII is good  
• Consultancy services are good 
• National Productivity Council plays an important role 
• Education and awareness 
• There are some good services and assistance for industry clusters 
• Study missions are excellent. 



The Japanese discussion group identified the following: 

• We have had a high uptake in the number of employees becoming assessors. This assists 
in their general understanding of business excellence. In some companies there have been 
hundreds trained (maybe more than necessary) 

• The recognition received as an award winner is valuable 
• Business excellence is promoted as a journey rather than an award by JQA although in 

some prefectures the award has become more important than the journey 
• There is an incentive for some SMEs to apply for an award in certain prefectures as it 

entitles them to some government support 
• We have videos of how award winners “Do it”. 

The Singaporean discussion group found the following: 

• Government initiatives and encouragement  
• A recognised and credible business excellence award and set of services has been 

provided  
• Integrated support structure to encourage companies to advance, e.g. SQC, niche criteria, 

SQA.  
• A good pool of national assessors  
• Considerable training opportunities and briefings are provided leading to a high  level of 

awareness  
• Business excellence consultancy services  
• Clear definitions of assessment criteria  
• Trade associations  
• Special interest groups by industry  
• Winner sharing sessions and visits by topic. 

The Republic of China discussion group identified: 

• A dedicated organization to promote the awards was set up by the government (e.g. CSD)  
• National quality award set up  
• Consulting service. 

Finally, the discussion group in Thailand found: 

• Education and promotion of Thailand’s Quality Award  
• We have some good publications that share best practices, e.g. Monthly productivity 

magazine  
• We have knowledgeable staff working in the Thailand Productivity Institute  
• TQA assessor training and development is good  
• TQA best practice seminar is good.  

 

Comments from Senior Executives 



The key comments from the CEO interviews relating to the deployment of BE are presented 
below: 

• BE was used for strategic purposes (Country head of a foreign bank in Singapore) 
• CEO now wishes to become an assessor and sees it as a personal growth tool and an 

opportunity to learn from other organizations (CEO of Singaporean SME) 
• Started using Baldrige in 1999 before growth and then used it to manage growth and 

strategic alignment. Baldrige in early days identified key gaps – like competitive analysis 
and the need for good leaders but no leadership system. Our focus is on improvement 
rather than assessment. Assessment is integrated and quarterly and 70% is automatic thus 
it saves time and effort (President of Indian multinational service organisation). 

• Business excellence is very well understood and communicated – the chairman’s quality 
award encourages the values to become embedded.  It took us 1.5 years to introduce the 
concepts. We were looking for a system that would deliver long-term growth and 
sustainability. BE helped to achieve stability and growth in all areas…  All managers are 
responsible for one category out of 14 and now assessment is every two years. We have a 
systematic internal audit process of our TQM system and outside assessments provide an 
external perspective (CEO of a Thai multinational manufacturer)  

• We applied for the Thailand Quality Award 2003...The award became a focus for 
encouraging employees to focus on continuous improvement. The recognition is not that 
important. TPM and Business Excellence initiatives increase a focus on excellence (CEO 
of Thai SME) 

• A key interest was an overall perspective which BE could give, and reducing cost and 
increasing productivity was a key aim. It also developed HR and competencies and 
knowledge management, so it provides an overall framework and sharing and learning 
within the organization (Executive Vice President of Thai state enterprise) 

• We applied for the national quality award – we wanted an external assessment to see 
where we were. The purpose for us was not to achieve a higher profile (Director of a 
Republic of China electronics component manufacturer). 

  

Discussion 

The results of this research indicate that on the whole BE is seen positively by Asian 
organisations who suggest that BE is a highly important improvement and development tool. 
BE is seen to be highly important in achieving both short and long-term goals, with the 3 
most important long-term goals being “strategic planning”, “leadership & vision” and 
“international market growth”. This strategic focus on leadership indicates Asian 
organisations’ aspiration to be competitive in the global market that Asian organisations. This 
point is further reinforced by the fact that more that 80% of the respondents believed that BE 
was either very important or essential in aiding them to gain competitive advantage in the 
near future. 



The study also suggests that participation in (and the subsequent winning of) BE awards is an 
important factor for those organisations who adopt BE tools and techniques. The results of 
the questionnaire highlighted that BE awards have a moderate-to-high profile in Asia and the 
fact that participation in a BE award ceremony was ranked so highly also shows the prestige 
Asian organisation place on winning such an award. The discussion groups also mentioned 
the awards (and in particular learning from award winners) on several occasions and the 
CEOs also indicated that awards offer an effective method of assessing the organisation’s 
current state. In this sense, it is obvious that the promotion of the awards process on a 
national level plays an important role in the usage and adoption rates of BE across Asian 
organisations. 

There are, however, some areas of concern that have been identified by this study. There still 
seem to be a large number of barriers to BE adoption that need to be tackled if BE is to 
become more widespread across Asia. The majority of the barriers are internal and tend to 
centre around the following themes: 

• Lack of leadership commitment to business excellence; 
• Failure to link business excellence to results; 
• Cost of business excellence in terms of time and employee resources; 
• Failure to fully integrate business excellence as an overarching framework; 
• Organisational focus on short-term profits. 

This is not to say that these barriers cannot be overcome; for example, the failure to adopt a 
BE culture may be easily addressed with adequate training of the majority of staff in BE tools 
and techniques. Similarly, the unwillingness of some organisations to commit sufficient 
resources to BE can be addressed by adopting a more long-term approach which allows 
senior staff the time to get to grips with the long-term benefits that BE can bring. Finally, the 
national award administrators could focus more on training and educating organisations on 
BE, its benefits and how to adopt BE principles as opposed to simply focusing on the running 
of the awards process. Obviously, none of these suggestions are quick fixes, but with time 
they could really make a difference to the way BE is perceived and used in Asian 
organisations. 

Although the results showed that 56% of respondents give training to the majority of their 
staff on BE, it is slightly worrying that the remaining 44% do not. It may simply be the case 
that these organisations believe that BE is embedded within the organisation and as such no 
‘specific’ BE training is required. Another point is that BE is obviously of high strategic 
importance to the majority of the respondents; 60% have a dedicated, full time BE team 
whilst 62% ensure senior managers are involved in every aspect of BE in their organisation. 
Although this is positive, we must also highlight that a sizeable minority of organisations are 
currently not interested in BE, especially when it competes with the ever present need for 
short-term profits. 

In summary, the majority of the organisations surveyed in the five Asian regions have 
implemented BE and are fully committed to it. They give training to the majority of their 



staff, consider BE to be important in the improvement process (particularly in achieving 
short- and long-term goals), participate in self-assessment and apply for BE awards. In 
contrast, there is a considerable minority of Asian organisations that do not fully understand 
the benefits of BE, do not offer training to their staff on BE and struggle to release resources 
for BE. 

 

Conclusion 

This study has investigated the current BE activities and perceptions across 5 Asian countries 
through use of a questionnaire, discussion groups and interviews. The findings indicate that 
the majority of Asian organisations view BE positively due to its flexibility as a management 
tool as well as an improvement tool. Respondents also agreed that BE is an excellent tool for 
achieving both short and long-term goals. 

In one sense, these results make sense as almost half of the respondents were BE award 
winners; because of this, there appears to be strong support for the BE award process among 
Asian organisations. The prestige of the awards, plus the feedback that is given by award 
organisers seem to be the main motivations of participating. 

It is important to note, however, that there were respondents who have adopted BE tools and 
techniques without a full commitment to its principles; this is possibly due to the fact that 
they do not fully understand the benefits BE can offer. There are also a large number of 
barriers to BE adoption identified by the members of the discussion groups. This suggests 
that the national BE custodians need to increase the support available to these organisations, 
particularly by conducting some of the activities identified by the discussion groups for 
overcoming such barriers. They also need to further promote the various benefits of BE to 
organisations in their regions. The organisations themselves need to be more open-minded in 
their opinions of BE – the only way for successful deployment is to integrate it completely 
with the day-to-day running of their organisation. Although this is a long-term initiative, it is 
obvious that the results of BE adoption are of benefit to all organisations, regardless of 
industry or sector. 

In terms of implications, this study suggests that further research should be conducted into 
why certain Asian organisations choose not to implement BE. An investigation into the levels 
of awareness of BE should also be carried out in these regions, as this study consisted mainly 
on known adopters. Finally, another interesting area of future research would be to compare 
these results with those of other regions to investigate similarities and differences between 
different regions of the world. 

Finally, a limitation of this study was that it was only conducted in 5 countries; this is due 
mainly to resource and logistical reasons. The countries selected were deemed to be the most 
advanced in the region in terms of BE maturity. As such, the findings are unlikely to be 
generalizable to other countries in Asia. Finally, due to the number of respondents, the study 



could no identify comparisons between countries; again, this would be an interesting area for 
future research. 
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