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Abstract
Nowadays, many firms use digitalization to be innovative and have competitive advantage. In
this master thesis, the influence of different AMO practices on the degree of digitalization and
the influence of innovative business strategy is researched, where innovative business strategy
is based on two approaches: strategy as objective and strategy as practice. This research has
been conducted by Dutch manufacturing companies. The AMO model consists of three
constructs: ability, motivation and opportunity. These constructs include a number of practices
that can be used in manufacturing companies. Based on theoretical research, these AMO
practices were expected to have a positive impact on the degree of digitalization. Also the
presumption is made that innovative business strategy has a positive influence into this
relationship. To test these hypotheses, a mixed methods study is conducted. The quantitative
data derives from the European Manufactory Survey of 2018 and the qualitative data consist of
six semi-structured interviews. The results show that there is an overall effect of AMO practices
on the degree of digitalization. Quantitative results show that ability, motivation and
opportunity enhancing practices have a positive influence on the degree of digitalization, where
qualitative research show that ability and opportunity enhancing practices influence the degree
of digitalization. Furthermore, the two approaches of innovative business strategy show
different results. It seems like that AMO practices have no influence on companies with
strategy as objective approach, while by companies with strategy as practice approach, AMO
practices do have influence. These findings have not only theoretical implications, but are also
useful for managers to implement digitalization. The results of this master thesis together with
the recommendations for future research are explained and provided.
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1. Introduction
The industry is an integral part of any economy. In the past, several changes and innovations
affected the industry. These changes are called industrial revolutions. The first industrial
revolution was caused by mechanization, second by electrical energy and the third by
electronics and automation. These revolutions did influence the production process, labour
market and educational systems. As a result of these revolutions some jobs disappeared and
some new exist. Today’s economy is facing with the fourth industrial revolution. This
revolution is caused due the development of digitalization and robotics (Benešováa & Tupa,
2017).This concept is triggered by social, economic, political and technological changes
(Shamim, Cang, Yu, & Li, 2016).
Industry 4.0 or also known as Smart Industry is a recent concept and is still developing
in emerging economies (Luthra & Mangla, 2018). The term industry 4.0 is introduced in
Germany in 2011 at the Hannover Fair. After introducing this concept, it became the focus point
of Germany and other European countries. Industry 4.0 is seen as the application of the cyber
physical systems within industrial production systems (Posada et al., 2015, pp. 29). This
concept has already been used in practice, and researchers investigate this subject a lot. It is
important for companies that they give attention to the industrial revolution to keep competitive
advantage in this dynamic competitive market (Shamim et al., 2016). The goals of Industry 4.0
is to achieve more efficiency and productivity and a higher level of automatization. There are
five important characteristics of Industry 4.0, namely digitization, optimization and
customization of production, automation and adaptation, human machine interaction, valueadded services and business and data exchange and communication (Van Roblek, Meško, &
Krapež, 2016; Posada et al., 2015). The primary focus of companies are the technological
innovation and digitalization.
Besides the technological side of digitalization, there is also a social side. The social
side is related to human resources. As it is mentioned before, some professions and jobs will be
replaced or will disappear. According to Lasi et al. (2014) the key success factor for many
enterprises is the innovation capability of people. The role of employees is very important to
contribute in organizational learning and innovative process in the organization. This side of
innovation is also called social innovation (Pot, 2012). In an environment such as industry 4.0,
where the environment is very dynamic with a greater force and frequency, firms need to be
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very careful and sensitive to changing demands of customers and new competitors. To facilitate
the employees to work according the Industry 4.0 needs, it is crucial to create a climate of
innovation and learning, which is an important provider of learning and creative behaviours on
jobs and professions (Van der Sluis, 2004). Not enough is yet known about the social side of
innovation, to which this research aims to contribute. Employers like their employees to come
up with new ideas to improve the performance of the organization (Boselie, 2010). This can be
achieved through social innovation. Social innovation is the ‘soft side’ of innovation. New ways
of managing, organizing and working together are examples of this soft side (Volberda, 2017).
Human Resource Management (HRM) plays an important role in creating innovation
success through social innovation (Nauta & Blokland, 2007). HRM focuses on all management
decisions related to employee relations policy and developments (Boselie, 2010). It is important
to focus on the role of employees’ characteristics as individual mechanisms. This arises from
the idea that individuals perform in ways that allow the organization to obtain preferable
effectiveness and performance outcomes (Lepak, Liao, Chung & Harden, 2006). One
framework that is important for the contributing of HR practices to develop employees’
characteristics is the AMO model. This model is classified in three domains: Ability,
Motivation and Opportunity (AMO) (Appelbaum, Bailey, & Berg, 2000). According to Boselie,
Dietz and Boon (2005), this theory is one of the most used model in field of Strategic Human
Resource Management. It assumes that the interests of organisations are best served by HRM,
which serves the interests of the employees, namely their required skills, motivation and the
quality of their jobs (Boselie, 2010). The AMO framework emphasize that the combination of
the three constructs have an important effect for the organizational performance (Appelbaum
et al., 2000). Furthermore, the AMO model is argued to be a way to explain the theoretical
statements of the HRM-innovation relationship and innovative work behaviour (Seeck & Diehl,
2016). Moreover, the variation in HR practices between organizations should be explained by
the innovative business strategy of an organization. It is assumed that a greater congruence
between HR practices and business strategy lead to a superior performance (Delery & Doty,
1996). Within this research, two approaches are used of innovative business strategy. First,
strategy as objective approach where strategy is seen as motives, goal and something that need
to be achieved. Second, strategy as practice approach is about the practices that are used in
companies where the strategy is based on. These practices are mostly HR related and have
influence on the innovative work behaviour of employees.
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1.1 Objective and research question
The main objective of this thesis is to contribute to the existing literature about human resource
practices related to the degree of digitalization. There is no one-size-fits-all strategy that suits
all businesses or industries to embrace the industry 4.0. The strategy need to be based on a
company’s core competencies, motivations, capabilities, intent, goals, budgets and priorities
(Ghobakhloo, 2018). The purpose of this thesis is to gain insight in the relationship between the
three constructs of the AMO model and how these constructs could influence the degree of
digitalization. Furthermore, the influence of innovative business strategy is also investigated on
the relationship between AMO practices and the degree of digitalization.

In order to achieve the objective of this research, the following main question need to be
answered:

Do AMO practices in combination with innovation business strategy affect the degree of
digitalization in manufacturing firms and, if so how is this implemented?

1.2 Practical and scientific relevance
This research seeks to make a theoretical contribution by applying the AMO model to better
explain the role of employees’ ability, motivation and opportunity. This research contributes
towards the management research by testing the different ability-, motivation- and opportunity
enhancing practices related to innovative work behaviour and digitalization within the
manufactory industry. Furthermore, the role of innovative business strategy is explained and
the extent to which this plays a role in the degree of digitalization. The two approaches of
innovative business strategy is relevant to gain insight into this relationship. The focus lays on
mapping which AMO enhancing practices influence the degree of digitalization. Besides that,
it could be useful for managers to know which AMO practices they need to choose which has
a positive influence on the degree of digitalization. So they can implement these practices in
their organizational processes.

1.3 Outline of thesis
This master thesis will continue as follows. Chapter two explains the independent variable in
this research, namely digitalization. Relevant theory and empirical studies will be reviewed
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related to the concepts, techniques and the impact of industry 4.0. Chapter three gives an
overview about the AMO model, which is the independent variable in this research. Within this
chapter, the ability, motivation and opportunity enhancing practices will be explained.
Furthermore, the relation between innovative business strategy and industry 4.0 will be
explained. Four hypotheses and a conceptual model are presented in this chapter. This chapter
will end with a theoretical framework of this research. In the fourth chapter, the methods used
in this research are explained. To investigate the formulated hypotheses, a mixed methods
research design is used. Within this chapter the operationalization of the concepts is presented.
Regression technique is leading in the quantitative analysis, while semi-structured interviews
are used to give content to the qualitative section. The results of the quantitative and qualitative
analyses are shown in chapter five. This chapter starts with a presentation of the quantitative
analysis followed by qualitative analysis of six semi-structured interviews. The last chapter
provides conclusions, implications and a summary of this research. At last, recommendations
for further research are presented and limitations are appointed.
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2. Digitalization
2.1 Introduction
This chapter gives an overview of the current body of theoretical knowledge regarding the
fourth industrial revolution and digitalization. To give answer to the research question, first the
term digitalization need to be explained. Industry 4.0 includes rapid and disruptive changes that
have influence on digital manufacturing, network communication and computer and automation
technologies. The technological development, such as CPS, IoT, Big Data and Robotics will
affect both products and processes. Besides this, it will led also to deep changes in industry
and manufacturing sectors and will result in developing new business models, production
technology and creation new jobs and work organization (Pereira et al., 2016).
Paragraph 2.2 addresses the concepts of industry 4.0 which consists of intelligent
manufacturing, IoT-enabled manufacturing and cloud manufacturing. In paragraph 2.3 they key
techniques are discussed, whereas the impacts of industry 4.0 is presented in paragraph 2.4.
This chapter will be closed with a summary.

2.2 Concepts of Industry 4.0
In the last couple years, the developing of industry 4.0 has become an increasingly important
topic and is discussed and researched by several professors and organizations. Kagermann,
Helbig, Hellinger & Wahlster (2013) distinguish three dimensions of integration of supply
chain: horizontal integration through value networks, vertical integration and end-to-end digital
integration across the entire value chain. These three key features are required for the
implementation of industry 4.0.
Horizontal integration is about the integration of multiple IT systems, processes,
information and resources flows within and between companies. Vertical integration refers to
the integration of these elements through the departments and hierarchical levels of an
organization. End- to- end integration is about the entire value chain for facilitating highly
customized products, resulting in a reduction of internal operating costs. To achieve this, it is
required to have digital integration of the value chain by using cyber physical systems
(Oesterreich & Teuteberg, 2016).
As stated before, emerging technologies can have a huge influence on manufactory
models, approaches, concepts and business. Below, three important advanced manufacturing
technologies are shown: intelligent manufacturing, IoT-enabled manufacturing and cloud
manufacturing.
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Intelligent manufacturing
The purpose of intelligent manufacturing is optimizing production and product transactions.
This is done using information and different manufacturing technologies. This concept is also
known as smart manufacturing (Kusiak, 1990). Intelligent manufacturing is seen as a new
manufacturing model based on intelligent science and technology. This takes care of the design,
production, management and integration of the whole life cycle of a certain product. Through
the facilitating of products by using various smart sensors, adaptive decision-making models,
advanced materials, intelligent devices and data analytics, the production efficiency, product
quality and service level will be improved (Li, Hou, Yu, Lu & Yang, 2017). Furthermore, it has
also influence on the competitiveness of a firm, which can be enhanced with its ability to face
the dynamics and fluctuations of the global market.
Intelligent manufacturing systems uses service- oriented architecture via internet to
support collaborative, customizable, flexible and reconfigurable services to end-users, which
means a highly integrated human machine manufacturing system (Feeney, Frechette &
Srinivasan, 2015). Through high integration of human machine cooperation, various
manufacturing elements such as, organizational, managerial and technical elements, are
involved in intelligent manufacturing systems. Within intelligent manufacturing systems,
artificial intelligence (AI) plays an important role by enabling characteristics such as learning,
reasoning and acting. With AI technology, the human interaction in this system can be
minimized (Barbosa, Leitâo, Adam & Trentesaux, 2015).

IoT-enabled manufacturing
This concept mentions an advanced principle which the production resources are imbedded into
smart manufacturing object. These objects are able to sense, interconnect and interact with each
other and carry out manufacturing logics (Tao, Cheng, Xu, Zhang & Li, 2014). According to
Bi, Xu and Wang (2014), IoT- enabled manufacturing characterizes real-time data collection
and data-sharing between several manufacturing resources such as machines, workers,
materials and professions. Real-time data collection refers to wireless communication standards
and radio frequency identification (RFID). Through using RFID technology, physical
processes, such as move of materials and association information flows are imbedded (Lu,
Bateman & Cheng, 2006).
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Cloud manufacturing
Cloud manufacturing changes the resources in manufactories into services that can be used and
shared with help of cloud computing, the IoT, virtualization and service oriented technologies
(Li et al., 2010; Xu, 2012). This type covers the whole product life cycle from its design,
simulation, manufacturing, testing and maintenance. This is also called as a parallel, networked
and intelligent manufacturing system where production resources and capacities can be
effectively managed (Wu, Greer, Rose & Schaefer, 2013).
Cloud computing and service oriented technologies are the underpinning support for
using technologies as RFID and barcodes. This leads to manufacturing resources and capacities
which can be virtualized, encapsulated and circulated into several services that can be
implemented. Key concerns in cloud manufacturing are deployment modes, resources
modelling and requirements and services matching (Lu & Xu, 2017). Furthermore,
manufacturing requirements and services matching within cloud manufacturing are very
crucial. This matching is about the best solution for service providers and customers and also
consist of planning, scheduling and execution (Liu et al., 2018).
The three concepts explained above are significant and important in the context of
industry 4.0 because modern advanced manufacturing systems will have huge influences on our
future lives. There are some similarities like the aims of intelligent/smart decision making in
manufacturing systems and optimization of various resources. Furthermore, several
technologies are used within these three concepts (Zhong et al., 2017). Nevertheless, intelligent
manufacturing and cloud manufacturing are still developing in research and have a limited
number of real-life cases (Zhong et al., 2017).

2.3 Key Techniques of Industry 4.0
Industry 4.0 is characterized by connectivity, integration and production digitization and
emphasizing the opportunities on imbedding all elements together in a value-adding system
(Neugebauer & Hippmann, 2016). Regarding to industry 4.0, the boundaries between the virtual
and physical world, material products, production systems and processes will be disappearing.
But this phenomenon is shaped by the technical integration of several technologies such as
Internet of Things and Services in production processes, Big Data Analytics, Information and
Communication Technology and Cyber- Physical Systems (Kagermann, Wahlster & Helbig,
2013). Below, a brief description is provided about these key techniques.
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Internet of Things and Services
The Internet of Thing (IoT) is an information network of physical elements, as sensors,
machines, cars and buildings that acknowledge interaction and cooperation of these objects to
achieve common goals. The IoT is a term that combines several technologies and perspectives.
In several industries, control and automation for lighting, heating, machining and robotic
vacuums can be achieved by IoT (Farooq et al., 2015). At this moment, IoT is conceptualized
as cutting-edge technologies like data analytics and machine learning (Xu, He & Li, 2014). This
entails that a number of traditional areas will be influenced by IoT technology, but it is also
embedded into our daily lives. IoT is widely used in different sectors such as smart cities,
manufacturers and healthcare. The purpose to use this technology differs per application (Wang,
Wang & Yang, 2010).

Big Data Analytics
Many organizations do not only want to know what happened and why it happened, they also
would like to know what is happening right know and would be happen in the future (LaValle
et al., 2011). More organizations would like to know these insights but also the imbedding of
the world wide web, the generation of data and collection have increased very fast (Chen et al.,
2012). Many organizations see big data as an huge opportunity to being successful (Herodotou
et al., 2011). Big data can be defined as cultural, technological and scholarly phenomenon that
rests on the interplay of technology, analysis and methodology (Boyd & Crawford, 2012, pp.
663). Big data comes from different ways, including sensors, devices, video, audio, web and
social media feeds (Rich, 2012). In manufacturers this data is shaped as a big data environment.
However, in a big data environment, it is difficult to use the data because it is too large and too
complex (Barton & Court, 2012). Nevertheless, to use the data organizations and manufacturers
need to have advanced analytics techniques to discover hidden patterns, correlations, market
trends and more useful business information.

Information and Communication Technology
Information and Communication Technology (ICT) possess a broad range of computer science
and signal-processing techniques. ICT is important in intelligent manufacturing because
decision making and production operations heavily depend on the data they have. By using
ICT, management could have more autonomy and a wider span of control (Bloom, Garicano,
Sadun & Van Reenen, 2014). ICT can help companies to improve their business agility,
14
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flexibility and productivity. For small and medium enterprises, ICT can be useful for improving
competitive advantage, because they can quickly adapt to responses in the dynamic market.
This will result in increasing of client compliance and cost reduction (Colin, Galindo &
Hernández, 2015). Furthermore, ICT is a key element for manufacturing systems because they
can adapt rapidly to the changing demands of customers (Ketteni, Kottaridi & Mamuneas,
2015). This technology is widely used in almost every sector such as education, healthcare,
social science and telecommunications (Zhong et al., 2017).

Cyber-Physical Systems
Cyber Physical Systems (CPS) are one of the most important advances related to computer
science and information technologies developments. It is a mechanism where physical objects
and virtual objects are intertwined with each other. These systems exist in the interaction
between these different environments, integrating, coordinating and controlling processes and
operations and providing and using data accessing and processing (Monostori et al., 2016).
Commonly, CPS is defined as innovative technologies that is able to interconnect systems
through the integration of the physical and virtual environment (Lee, Bagheri & Kao, 2015).
CPS can be explained as an imbedded system that changes data in a network that provide smart
production. When CPS is connected to the internet, then it is known as ‘Internet of Things’.
For the integration of CPS in a manufacturing environment, there is needed vertical and
horizontal integration of IT systems and the collaboration between the whole supply chain (Lee
et al., 2015, pp. 18). Many countries are developing CPSs to maintain competitive advantage
in the global economy. Collaborations between experts, engineers and computer experts has
acknowledged the positive influence in designing and developing CPSs by seeking
opportunities and identifying requirements in different industries. Furthermore, CPS have
positive effects on many sectors and fields, like healthcare, biology, civil industry, intelligent
manufacturing and power distribution (Zhong et al., 2017).

2.4 Impacts of Industry 4.0
Industry 4.0 cause changes in the way companies work and organize themselves. Developments
related to innovation and technology play an important role to maintain competitive advantage
(Tjahjono et al., 2017). However industry 4.0 has a lot of positive chances and opportunities, it
will bring also new challenges to organizations due to changes of products and manufacturing
systems, design, process, operations and services (Pereira et al., 2017). Technologies like IoT,
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Big Data Analytics, RFID, robotics could be opportunities or threats to the organization. One
reason that some technologies can be an opportunity but also a threat is because the different
fields are interrelated with each other, with no clear boundaries. Thus it depends on where it is
analysed if it have a positive or negative impact (Tjahjono et al., 2017). According to Pereira et
al. (2017), the impacts and influences of industry 4.0 can be distinguished into six main areas:
industry, products and services, business models and market, economy, work environment and
skills development. Below, a description is provided about these areas.
Industry will get the most impact of industry 4.0. According to Erol et al (2016), the
fourth industrial revolution will bring a new manufacturing vision, where decentralization and
digitalization of production is the focus. This leads to production elements that are able to
autonomously control themselves and trigger actions an automatically adapt to changes in the
environment. Furthermore, the rising model suggest to totally implement products and
processes, which leads to a change from mass production to mass customization, which brings
more complexity (Dombrowski & Wagner, 2014). For that reason, technological developments
and imbedding of smart factories allow a big opportunity and lead to more efficiency. This
evolution is changing the current industrial environment over three most important aspects:
digitization of production, automation and linking it to a comprehensive supply chain. This
leads to organizations that have a full integrated network and have real-time information
exchange (Roblek, Meško, & Krapež, 2016). However, the focus of the industrial revolution is
to increase productivity, industry 4.0 will influence the whole supply chain from product design
and development to logistics (Pereira et al., 2017).
Products and services will also be affected by the fourth industrial revolution. The fast
changes in the economy and changing customer demands have led to an increased demand for
complex and smarter products (Porter & Heppelmann, 2015). As it is mentioned before, mass
customization leads to products which better suits the wishes and needs of customers (Jazdi,
2014). Therefore, through the innovation and development of new products and services, the
ability to manage and track the activity in real-time, optimizing the whole value chain and get
relevant information about the product life cycle is provided.
Business models have changed rapidly in the last few years. The radical and disruptive
technologies leads to an increase of new innovative business models. Also, due to the
integration between manufacturers and customers, value chains are becoming more important
to meet the new requirements (Geissbauer, Vedso & Schrauf, 2016). On the other hand, the
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competitiveness between organizations arise through the elimination of boundaries between
information and physical structures.
Economy is influenced by the arrival of new business models and the new technological
developments. The merging between physical and virtual environments have generally
influence in every economic sector. This can be seen as the most important driver for
innovation, which also is the main driver in productivity and competitive advantage for
companies (Kagermann, 2015).
The work environment is rapidly changing due the transforming of jobs and required
skills of employees. The most important change is the relation between human-machine
interface, which needs the interaction between workers and new ways of the work environment
(Kagermann et al., 2013). Due to the use of robotics and smart machines, the physical and
virtual environments are merging which has an effect on the current work environment. It is
required to have communication between smart machines, products and employees so they can
do their work in a good way. For that reason, it is important to focus on employees and their
importance and influence by the use of new technologies. The implementation of industry 4.0
in manufacturing industries with new technologies, will have effect on several job profiles,
work management, organization and planning. The main focus at this point is to look at
changing current jobs and taking measures to adapt the new skills and competences that is
needed for these new jobs (Dombrowski & Wagner, 2014).
Skills development is related to creating new jobs due to new technologies. This area is
needed for a successful adaption and implementation of industry 4.0. According to Erol et al.
(2016), it is necessary to create opportunities through high quality trainings for the development
of new skills and competences. Due to the new industrial revolution a lot of jobs will change,
disappear and created. For developing of the right skills and competences, education fields
plays an important role (Magruk, 2016). In conclusion, more qualified employees will be
needed in all sectors to meet the requirements of industry 4.0.

2.5 Conclusion
Taking this all together, it can be said that industry 4.0 has big influence on the macro and micro
level within and between organizations. There are three concepts which are very significant and
important in the context of industry 4.0, these are intelligent manufacturing, IoT manufacturing
and cloud manufacturing. There are several technologies that are used within these three
concepts. Furthermore, industry 4.0 is characterized by connectivity, integration and production
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digitization and emphasizing the opportunities on imbedding all elements together in a valueadding system (Neugebauer & Hippmann, 2016). There are four key techniques that are used
in industry 4.0 which are IoT and IoS, Big Data, ICT and CPS. Taking this all together industry
4.0 shows us that many sectors and fields will be affected in the different areas. This include
the entire value chain, improving production processes, improving quality of products and
services, bringing new business opportunities and economic benefits and changing skills and
developments.
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3. AMO Model
3.1 Introduction
In this chapter, social innovation and the relation with HRM is explained. Paragraph 3.3 address
theory about innovative work behaviour and the relation with digitalization. In paragraph 3.4
an introduction about the AMO theory is given, what is followed in the next paragraphs with
explanations about the three concepts of the AMO model: ability, motivation and opportunity.
In paragraph 3.5, innovative business strategy is presented and the role within the relation
between AMO practices and digitalization. Paragraphs 3.4 and 3.5 also contains the hypotheses,
which are expressed based on the results of the theoretical research and empirical studies. This
chapter will be closed with a summary of the hypotheses and a conceptual model of this
research.

3.2 Social Innovation
For the successful implementation of industry 4.0 there is an evolution of jobs and skills. Partly
due to new technologies, such as CPS and IoT, the expectation is that jobs are changing in terms
of content. This leads to novel abilities and jobs (Pinzona et al., 2017). Furthermore, the
complexity and the ambiguity of the relationships in attitudes and behaviour of employee are
difficult to imitate by other organizations. The core of Human Resource Management (HRM)
is social innovation. An increasing number of management scientists emphasize the importance
of paying more attention to the non-technological determinants of innovation (Cohen &
Levinthal, 1990; Volberda, Foss & Lyles, 2010). Based on the results of the Erasmus
Competition and Innovation Monitor 2005-2010, it appears that 25% of innovation success is
determined by technological innovation and 75% by social innovation (Volberda, Jansen & Van
Den Bosch, 2006). New technologies need space within a company; social innovation plays an
important role in this. Social innovation focuses on renewing the organisation so that
technologies can establish themselves (Ardesch & Loo, 2012).
Due to the technological improvements, the possibility exist that the human role can be
replaced faster. This happens in the form of artificial intelligence, robotics, drones, virtual
reality and IoT. This leads to jobs that are redundant or are no longer needed through automation
and the digitization of production process. Besides this, new skills and knowledge will be
required and therefore the qualification of new jobs will be different. Industry 4.0 lead to several
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technical, industrial and social innovations, which has influence on the individuals but also on
the adaptive capability of companies (Morrar, Arman & Mousa, 2017).

3.3 Innovative Work Behaviour
Nowadays it is important for organizations to have the ability to continuously innovate and
improve products. According to Janssen (2000), to have ongoing flow of innovations within a
company it is important that individuals are willing and have the ability to innovate. It is proven
in academic literature (Van de Ven, 1986; Janssen, 2000) and other studies that individual
employees are one of the most crucial features for continuous innovation and improvements
(McLoughlin & Harris, 1997; Sharma & Chrisman, 1999).
Innovative work behaviour (IWB) includes creativity related behaviour, find and
explore opportunities and generate new ideas and implementation oriented behaviour. These
characteristics are needed for implementing change and applying new knowledge. According
to innovation theory, innovation is not only creativity but includes also the implementation of
new ideas (King & Anderson, 2002). Innovative work behaviour can be defined as ‘individual’s
behaviour that aims to achieve the initiation and intentional introduction of new and useful
ideas, processes, products or procedures (Farr & Ford, 1990).
Recent studies about IWB distinguish several dimensions, which are often linked to
several levels of innovation processes. Different authors operationalize IWB differently.
According to Scott and Bruce (1994), IWB is a multistage process. They say that three stages
are relevant to IWB, idea generation, coalition building and implementation. Dorenbosch,
Engen and Verhagen (2005), divide IWB into two main stages: the invention and the
implementation phase of ideas. Looking at the three stages of Scott and Bruce (1994), the first
stage (idea generation) is a broad term. De Jong and Den Hartog (2010) argued that it is crucial
to know what leads to idea generation. So, they operationalize four stages of the IWB:
recognition of opportunities or problems, idea generation, championing and application.
Unfortunately, they did not found any evidence for the distinctive capability of the different
phases. Therefore, IWB could be seen as a mix of discontinuous and interrelated behaviours,
where individuals are involved in any combination of these activities (Scott & Bruce, 1994).

Innovative Work Behaviour and Digitalization
Organizational success depends on factors such as excellent leadership, a good strategy, right
employees, measures with results and luck (Hinterhuber, 2015). Digitalization is an
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optimization tool which can have a positive effect on all these aspects. Digitalization also led
to more data with knowledge creation and higher degree of flexibility. On the other hand,
digitalization can also result in decreasing the creativity of individuals. According to McLean
(2005), creativity is needed for innovation. Innovation refers to the process of bringing this
creative idea to the market or implement the idea in the organization (Amabile et al., 1996).
Thus, innovation is important at every corporate level and includes all strategic management.
The basis for innovations are inventions, which can be discovered by big data analysis
or technological advancements, but mostly it comes from individual or team-based ideas. To
understand how the digitalization affect the idea generation and development of employees and
to ensure good working practices for employees, the current implications of digitalization on
employees have to be understood. Innovative work behaviour can be used as a mechanism to
measure the degree of digitalization.

3.4 AMO Theory
Many researchers define and conceptualize HRM differently. There is a disagreement among
researchers regarding what constitute HRM and how HRM is conceptualized and
operationalized. There are many studies that emphasize the role of individual variables that
have influence on the employee performance (Jiang et al., 2012). One of these models is the
AMO model. According to the AMO framework, employee performance depends on three
variables: abilities (A), motivation (M) and opportunities (O) (Appelbaum et al., 2000).
According to several authors, people perform well when they are able to do so, they have the
motivation to do so, and their work environment provides the necessary support and avenues
for expression (Bos-Nehles, Van Riemsdijk, & Kees Looise, 2013; Schimansky, 2014). The
AMO model was suggested to use as a mediating mechanism through which HRM affect
performance. Looking at the AMO theory, authors showed the differential and positive impact
of HR practices bundles that are precisely implemented to characteristics of employees related
to AMO, in terms of skill-enhancing HR practices, motivation-enhancing HR practices and
opportunity-enhancing HR practices.
The AMO model has its basis in social psychology and is used in human resource
practices. In the basic model, motivation is seen as the driving force behind behaviour and is
defined as: motives, wishes, urges or desires which underlie behaviour (Maclnnis & Jaworski,
1989). Ability is a prerequisite to be able to show the behaviour and the possibility refers to
contextual or situational constraints. According to Maclnnis and Jaworksi (1989) leads
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motivation not directly to behaviour. It depends on the ability and opportunity of the individual
to what extent motivation is implemented in behaviour.
According to work performance theory, ability, motivation and opportunity have impact
on behaviour (Cummings & Schwab, 1973). In the classic work performance theory the
expectation is that the three constructs have a complementarity effect (Blumberg & Pringle,
1982; Vroom 1964). According to this view, the three aspects must be available, at least to
some level, to finish a task. If one of these aspect decreases, the performance will drop
(Blumberg & Pringle, 1982). In this perspective, the three constructs interact with each other
and their influence depends on which of these factors an individual possess (Lepak et al., 2006).
They believe that neither ability, motivation or opportunity can influence performance on their
own. Some researchers argue that the ability of an individual is the most important aspect for
occur performance. Without the necessary skills and knowledge, motivation and opportunity
practices have not directly impact on the performance of an individual (Boon, Belschak, Hartog
& Pijnenburg, 2014; Minbaeva, 2013). The next subparagraphs describe the different aspects
of the AMO-framework and their contribution to digitalization and innovative work behaviour.

3.4.1 Ability enhancing HR practices
The first factor of the AMO framework is ability. Ability is defined as the HRM-related skills
and competences which is necessary to successful implement HRM practices on the work floor.
This dimension of the AMO model contains the investment in HR practices that is needed to
increase the skills, knowledge and abilities of employees (Wright & Kehoe, 2008).
Furthermore, ability is about human attributes (skills, experience, attitudes, prior related
knowledge) that are necessary to accomplish a task successfully (Boon, Belschak, Hartog &
Pijnenburg, 2014; Minbaeva, 2013). It is generally accepted that the skills and competences can
be developed by training (Katou & Budhwar, 2010). Delery and Doty (1994) explained in their
study two HRM systems with the purpose to improve employees’ abilities these are the buyoriented systems and make-oriented systems. Buy oriented systems is about implementing HR
practices that lead to new skills that is needed for the new requirements of the company. On the
other hand, the make oriented system, focusses on training and development. Also other authors
agree that ability enhancing practices are related to training and career and recruitment and
selection. Where training and development helps employees to develop new abilities and
understand problems and see opportunities (Bos-Nehles, Van Riemsdijk, & Kees Looise, 2013;
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Schimansky, 2014), recruitment and selection is about choosing individuals who fits the profile
of an organization (Schimansky, 2014).
According to several studies, training and development has a direct positive influence
on IWB (Knol & Van Linge, 2009; Pratoom & Savatsomboon, 2012; Zhang & Begley, 2011).
In the study of Knol and Van Linge (2009), training and development can help to improve
employees’ knowledge, skills and abilities, that leads to more IWB. Another study showed that
training and development practices have influence on the commitment of employees, but that
these positive attitudes and behaviours are not enforceable (Sanders et al., 2010). Finally, the
relation between training and development and IWB in an organizational context has a
moderated effect. This relationship differs between public and private organizations (Bysted &
Jespersen, 2014). The effect of practices on IWB is lower in public organizations than in private
organizations. According to Farr and Tran (2008), an organization that follows an innovative
business strategy is dependent of the innovative human capital within an organization. A
company that would like to increase innovative behaviour, needs to increase the abilities of
employees. The abilities of an employee helps identifying opportunities and improvements
(Boxall & Purcell, 2013). Furthermore, companies need to have a divers recruitment and
selection system with sufficient training and development to increase competencies of
employees (Katou, 2008). It is important that employees have the relevant knowledge and skills
to see innovations and develop innovative ideas.
Thus, ability enhancing practices are used to buy skills and enhance the existing skills
of employee (Prieto & Pérez-Santana, 2014). Abilities are seen as a necessary requirement for
effectively performing HRM tasks and develop innovative work behaviour. The ability
enhancing practices have a positive effect on innovative work behaviour. Taking this all
together, the first hypothesis of this paper will be:

H1: Ability enhancing practices have a positive influence on the degree of digitalization.

3.4.2 Motivation enhancing HR practices
Motivation is the degree of investment in HR practices that is needed to motivate employee
behaviour (Wright & Kehoe, 2008). It can also be defined as the desire and willingness to
perform HRM tasks. Motivation can be divided into intrinsic or extrinsic motivation (MarínGarcía & De Miguel, 2001; Minbaeva, 2013; Sarikwal & Gupta, 2013). External factors are
related to incentives. There are personal incentives (Harris et al., 2002; McGovern, 1999) and
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institutionalized incentives (McGovern, 1999; Whittaker & Marchington, 2003). Due to these
incentives, employees feel they are treated fairly and they will think positively towards the
organization about their performance (Rahman & Ahmad, 2015). Intrinsic factors are long-term
commitment and is mostly linked to an individual’s interests and values (Schimansky, 2014).
According to Boxall and Purcell (2003), motivation of employees could also be improved by
practices like formal performance appraisals and compensation systems. Most studies found
negative relationships between rewarding people and innovative work behaviour (Dorenbosch
et al., 2005; Sanders et al., 2010). According to some authors, motivation can be affected by an
employee’s ability. If an employee cannot do something because he or she don’t have the
ability, it can lead to demotivation because the task is too difficult (Bos-Nehles et al., 2013).
The most generally motivation enhancing practices are related to performance appraisal and
extrinsic incentives (Juan, 2016).
Employees who are motivated are more likely to participate in innovations (Ståhlbröst
& Bergvall-Kåreborn, 2011). A firm must motivate employees to be flexible for changes and
to found new opportunities in the environment, both intern and extern (Baines & Lightfoot,
2014). The use of profit-sharing plans and employee shares improves motivation when carrying
out work processes (Poutsma & Ligthart, 2017). The adaption of profit-sharing and employee
shares depends on HRM strategies (Poutsma & Ligthart, 2017). If the adaption of shares is
stimulated by HR practices, more employees become connected to the company and the
business. This will lead to a long-term relationship. According to Vos (2015), employees are
motivated to use the influence they can exert, as in the case of share ownership. When the
employee is sufficiently connected and involved with the production company, this will lead to
wanting to implement the objectives of the production company.
For digitalization innovative work behaviour is important. High motivation and
performance leads to faster implementation of innovations such as digitalization (Poutsma &
Ligthart, 2017). Another advantage of the long-term relationship is that employees and their
knowledge remain within the production company (Uyargil & Ozcelik, 2015). According to the
abovementioned literature and findings, the second hypothesis of this research will be:

H2: Motivation enhancing practices have a positive influence on the degree of digitalization.

24

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

3.4.3 Opportunity enhancing HR practices
The final dimension are the opportunity enhancing practices. This dimension relates to HR
practices that gives employees the opportunity to involve in decision-making on work and
organizational results (Tsai, 2006; Wright & Kehoe, 2008). Opportunities can be seen as
environmental or contextual mechanisms that enable actions (Siemsen et al., 2008). According
to Jiang et al. (2012), more autonomy in task performance will increase the provision of
opportunity to employees. Opportunity is often related to employee engagement in the decision
making process (Appelbaum et al., 2000). According to Boselie (2010), dimensions as
information sharing, horizontal communication and job enrichment and financial participation
help by the commitment and satisfaction of employees. Furthermore, it is important for
organizations that they create an environment where capturing and sharing knowledge is
possible where employees have the opportunity to experiment with new ideas (Minbaeva, 2013;
Senge, Ross, Smith, Roberts & Kleiner, 1995). In HRM context, participation is seen as an
opportunity for employees (Marín-García & De Miguel, 2001; Schimansky, 2014).
Opportunity can also be framed on the basis of the presence of guidelines and rules.
When formal guidelines and rules are present to a high degree, there is a low level of
opportunity. Guidelines and rules limit employees’ space to performance the tasks (Smelt,
2017). This space is necessary for employees to gain ideas for improving effectiveness and
making changes towards digitalization (Baines & Lightfoot, 2014). Furthermore, high degree
of guidelines and rules can also prevent flexibility in a firm. While, flexibility is badly needed
in a production company to make the transition to more digitalization where more digitalization
becomes the new benchmark (Marks et al., 2016). If a company has not much guidelines and
rules, it means that employees has autonomy. Almost every study found a significant positive
relationship between autonomy and innovative work behaviour. A couple of studies found an
indirect effect (Bysted & Jespersen, 2014). Performance management plays also an important
role by informing, guiding, monitoring and evaluating employees’ performance. According to
some researchers individuals are more likely to understand and support company goals if they
understand the assessment of their performance. Doing performance appraisals give employees
the opportunity to talk about their performance and this lead to enhancing commitment and
more understanding about organizational goals (Tan & Nasurdin, 2011). In addition to that,
performance management will have motivational impact on employees’ commitment to the
company if their opinions are valued. Also this has a direct positive effect on employees’
involvement in an implementation phase (Niu, 2014).
25

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

Employees need the opportunity to experiment with new ideas. This space will have a
positive effect on innovative work behaviour and degree of digitalization. If employees have
no strict guidelines and rules and have the space to think out of the box then the implementation
of digitalization processes will be faster. Taking this all together, the third hypothesis of this
research will be:

H3: Opportunity enhancing practices have a positive effect on the degree of digitalization.

3.5 Innovative Business Strategy
Due to the technological, social and economic changes in the world caused by digitalization,
organizations need to change their structure. Digitalization brings a new way of thinking that
need to be embedded in the strategy of an organization. The strategy of an organization can be
defined as a set of objectives, policies and plans that define the scope of the enterprise and the
view to survival and success (O’Regan, Ghobian & Sims, 2005). Business strategy has impact
on the innovation success of a firm which has influence on the use of technology. The
technology- oriented strategy involves several fields, namely importance of the R&D
department, new product development and to use the best technological technologies. Ritter
and Gemünden (2004) found that business strategy has no direct influence on innovation
success. This survey showed that strategy support competence development, which leads to
innovation success. Taking this all together, it can be said that success comes from converting
strategy into action (Ritter & Gemünden, 2004).
The core of business strategy is to understand why and how organizations react and
perform differently (Ketchen, Thomas, & McDaniel, 1996). Several authors divided the concept
of business strategy into several classifications. Schuler and Jackson (1987) have divided
business strategy into cost reduction, innovation and quality enhancement (Lee, Lee, & Wu,
2010). This description is according the strategy as objective approach. This approach is about
setting organization goals and reach them. Within this research, this approach is used for the
quantitative analysis, where the operationalization of the concepts are based on this approach.
A different approach to see strategy within a company is to look at it as a practice. Within this
approach strategy is seen as a ‘social practice’ (Whittington, 1996: 731). The strategy-aspractice perspective looks further than only focusing on core competences of the organization,
but it also looks on competences of individuals, such as how managers ‘do strategy’
(Whittington, 1996). Researchers about this perspective, concentrates their attention on daily
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activities of actors and how these actors are interrelated with each other (Jarzabkowski, 2003).
In other words, the strategy-as-practice perspective focuses on people, routines and situated
activities (Whittington, 2002). This approach is used for the qualitative analysis. The
operationalization for the qualitative analysis is based on this approach.
Innovative companies need constant innovation and core competencies in order to retain
the leading status of the products and services. Through the new industrial revolution, there are
new needs of customers and markets. Companies need to have a breakthrough innovation
capability in order to meet these new demands. This means that existing products, services and
technologies need to be reformed and redesigned. According to the resource-based view of
competitive advantage, sustained competitive advantage can only be achieved when an
organization acquire valuable, rare, non-imitable, non-substitutable and non-transferable
resources (Barney, 1991). To achieve the desired competitive advantage human resources was
introduced as one of the most valuable resource that companies have. According to Laursen
and Foss’s (2003) study, seven of the nine HRM practices have led to innovative performance.
They also found that the impact of HRM practices on innovation is more labelled in the
manufacturing sector then in other sectors. These results are broadly supported by other studies
of other authors in different countries (Katou & Budhwar’s, 2006; Lau & Ngo’s, 2004). HRM
practices such as training and development, induction, teamwork, appraisal and reward are
positively associated with innovation in technical systems. Furthermore, employee involvement
and empowerment are also found as crucial HRM practices that influence innovation (Shipton
et al., 2006).
Taking this all together, it means that HR practices have a positive influence on the
innovation within a company. This also means that companies with an innovative business
strategy benefit more from the influence of these HRM practices. Furthermore, these companies
can implement better these HR practices. For both approaches it appears AMO practices could
have a positive influence on companies with an innovative business strategy. Looking at the
abovementioned literature and findings, it can be concluded that innovative business strategy
could have a moderating effect on the relation between AMO practices and the degree of
digitalization. The last hypothesis of this research is:

H4: The presence of innovative business strategy will have a moderating effect on the relation
between AMO practices and the degree of digitalization in manufacturing processes.
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3.6 Hypotheses and conceptual model
In chapter two and three the key concepts have been defined and the existing theory and results
are presented. Based on these findings and results, hypotheses were made. Given that the
literature gives no clear answer or evidence in what extent the AMO model influence the degree
of digitalization and what the role is of innovative business strategy, an empirical analysis is
required to determine if there is support the hypothesized relationships. The hypotheses in this
research are summed up below. The conceptual model of this research is presented in figure 1.

Hypotheses:
H1: Ability enhancing practices have a positive influence on the degree of digitalization.
H2: Motivating enhancing practices have a positive influence on the degree of digitalization.
H3: Opportunity enhancing practices have a positive effect on the degree of digitalization.
H4: The presence of innovative business strategy will have a moderating effect on the relation
between AMO practices and the degree of digitalization in manufacturing processes.

Figure 1: Conceptual Framework
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4. Methodology
4.1 Introduction
In chapter 3 the hypotheses and conceptual model are presented. To check and test the
hypotheses an empirical analysis is needed. To give an answer to the research question a
qualitative and quantitative methods study is conducted. The quantitative analysis is used to
look if there is a relationship and qualitative research is used to look how this relationship is
implemented. This chapter will explain the methods of analysis of this research. In paragraph
4.2 the research design is explained. Paragraph 4.3 presents the data set and data collection.
Next, the operationalization of the key concepts are given followed by the methods of analyses.
This chapter is closed with justifying the validity and reliability of this research and research
ethics.

4.2 Research design
In order to gain insight into the extent in which the current form of the AMO model influence
digitalization and in which extent innovative business strategy has influence on this relation, a
qualitative and quantitative research design is used. A qualitative research design helps
researchers understand what people say and do. Knowledge is gained through the motives and
opinions of people who have knowledge of the research question (Baarda, 2013). It helps
researchers to understand the social and cultural context in which people live (Myers, 2013).
On the other hand, quantitative research design is used to quantify the problem by way of
generating numerical data that can be transformed into usable statistics. It is used to quantify
attitudes, opinions, behaviours and other defined variables and mostly used to generalize results
form a larger sample population.
A mixed method has the advantage that the strengths of both types of research can be
combined. Thus, difficult research problems can be explained and limitations of one type of
research can be completed with the other research type. A mix of quantitative and qualitative
analysis results to more insight than when on these analyses is used by itself (Creswell, 2009).
A mix method research design support stronger evidence, additional insights, more complete
knowledge and increased generalizability of the results (Johnson & Onwuegbuzie, 2004).
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Quantitative research
For the quantitative part of this master thesis, a survey is used. A survey investigates a multitude
of objects in real-life situations. Generally a sample is drawn from the population of similar
objects. If the sample is made in the correct way, the results from the survey can be generalized
to conclude statements about the population from which the sample was drawn. A survey is
mostly conducted using a written questionnaire (Vennix, 2009). In this research is a survey the
most appropriate quantitative method here. The aim of this research is to make statements about
the population of firm establishments, so a large number of firm establishments should be
studied. Furthermore, in a survey no variables have to be manipulated, which means a higher
degree of external validity of the results (Vennix, 2009).

Qualitative research
For the qualitative part of this research, data is collected from semi- structured interviews. An
interview gives the possibility to interact with the respondent. During an interview, a previously
drafted interview can be used with formulated questions (Vennix, 2009). There are some
advantages from using an interview. First, the respondent can explain some answers.
Furthermore, the respondent can ask follow-up questions to get more explanation if that is
needed. This will lead to high level of internal validity. The findings from the interview can be
used to conform or complete the findings from the quantitative analysis (Small, 2011). By using
qualitative data, you can make conclusions that go beyond the results of the survey. The
qualitative data gives additional context for the findings from the quantitative analysis.

4.3 Data set and data collection
This master thesis has been done on the basis of both quantitative and qualitative data. The
results of both data will be combined to make conclusions and test the hypotheses. Below, a
description about the data sets is given.
The data set for the quantitative analysis consists of firm establishments located in The
Netherlands that are active in the manufactory industry. The data comes from the 2018
European Manufacturing Survey (EMS) titled “Modernisation of Production”. The aim of this
survey is to collect firm-level data on value creating processes and innovation activities in the
manufacturing industry (Lerch, 2014; Nijmegen School of Management, n.d.). This survey
includes a large number of variables about modernisation in production. For this master thesis,
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a choice has been made of relevant variables that can be used to test the hypotheses and give an
answer to the research question.
The data set of qualitative data comes from six semi-structured interviews. Each one is
held by a different Dutch manufacturing firm. The interviews are conducted with employees
that have plenty of knowledge about the developments and implementations of digitalization
within the production process and knows the effect of this implementation on the production
employees. Representatives of manufacturing firms in the field of HRM are mostly interviewed
because they have the most knowledge related to this research. The firms are found by a list
that was available via the supervisor. The firms were contacted by phone to ask if someone was
willing to participate in an interview. The duration of the interviews was an hour and is
conducted by phone or skype because of COVID-19. Three of the six interviews are conducted
by another student, who had the same variables and so almost the same questions. So the
questions were combined so it could be used for both researches. The questions for the interview
are based on chapter two and three, which is about literature study about digitalization and the
AMO theory.

4.4 Operationalization
To operationalize the key concepts of this research and to transform that into questions for the
interview, the definitions of these concepts are needed. These definitions are discussed in
chapter two and three of this thesis. The next step to further operationalize these key concepts
is to look at how these concepts are measured. To operationalize the dependent, independent
and moderator variables that are used in the quantitative analysis, relevant indicators from the
EMS are chosen. The originally scale of the answer categories were yes of no. To make these
variables suitable for the regression analysis, dummy variable are used. In essence, it still
examined whether or not a certain variable is present. Besides these variables, there are control
variables which are included into the analysis. Below, the operationalization of these variables
are explained.

For the qualitative research, a script is made. An introduction, research goal and list of questions
which are divided into several subjects are included in this interview script. The
operationalization of the variables are also supported with literature research which is presented
in chapter two and three. Appendix B shows the interview script for the interviews and the
operationalization table. The interviews are semi- structured. The questions are prescribed and
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ordered in the way they are asked. Furthermore, in semi-structured interviews there is room for
further questions, which ensures that more detailed information is gathered but also guarantees
interval validity. For the operationalization of innovative business strategy, two approaches are
used. For the quantitative analysis, strategy as objective and for the qualitative analysis, strategy
as practice approach is used.

4.4.1 Independent variables
The independent variables in this research are the factors of the AMO model: ‘ability’,
‘motivation’ and ‘opportunity’. These variables measures the extent which firms are using
related human resource practices to enhance these variables. In the survey question, the ability
variable is measured by two questions. The first question is about integration of tasks and the
second about job-training. The motivation variable is also measured by two questions. First
question is about instruments to promote staff loyalty and the second about accessibility of
financial participation. The last variable of the AMO model is opportunity. This variable is
measured due experimentation for employees in the production and standardized and detailed
work instructions. The question about standardized and detailed work instruction is negative.
Because of this reason, the answer of this question are reversed. This means that ‘yes’ is ‘no’
and vice versa. In appendix A, the EMS with related questions can be found. These questions
can be found in Appendix A, question 8.

4.4.2 Moderator variable
A moderator variable is a variable that influence the relationship between two different
variables. In this research the moderator variable is innovative business strategy. This variable
measures in which extent a firm distinguish themselves from other firms (Appendix A, question
6). There are six types from which respondents have to choose: price of product, quality of
products, innovative products, customization, punctual delivery and service delivery. From
these six possible answers. Three categories of business strategy are derived: quality of
products, innovative products and customization. These categories make it possible to identify
innovative business strategy. This variable is used to see if there is interaction in the relationship
between the AMO model and degree of digitalization. This operationalization is based on the
approach of strategy as objective.
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4.4.3 Dependent variable
The dependent variable is ‘digitalization in production process’. This variable measure the
extent to which companies are using technologies in their production process. In the EMS
survey, the questions about using technologies in production process is divided into three
categories: production control digital processes (eight questions automatization and
robotization (two questions) and additive manufacturing technologies (two questions)
(Appendix A, question 10.1).

4.4.4 Control variables
Within this research two control variables are used, namely firm size and industry. Firm size is
measured by the total number of employees within a firm. Bigger firms enact more resources
and knowledge, which can influence the degree of use of different technologies. This question
can be found in Appendix A, question 20. The second control variable is the industry in which
a firm operates. After all, innovation might be in some industries more important to survive
whereby they are more innovative compared to other industries. Industry can play an important
role and can have a significant influence on digitalization in production processes. This control
variable is measured with a question in which industry the firm operates in (Appendix A,
question 2). Table 1 contains the operationalization table of the several variables for the
quantitative and qualitative analysis.
Table 1: Operationalization table of variables

VARIABLE TYPE

DIMENSION

INDICATOR

INDEPENDENT

Ability

Integration of tasks
Job training
Instruments to promote staff loyalty

Motivation

Accessibility of financial participation
Opportunity

Experimentation for employees
Detailed work instructions

MODERATOR

Business strategy

DEPENDENT

Digitalization

Type of innovative strategy
Practices
Production control digital processes
Automatization and robotization
Additive manufacturing technologies

CONTROL

Firm size
Industry

Number of employees
Type of industry
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4.5 Analyses
A quantitative and qualitative analysis will be used for the data that is gathered. For the
quantitative analysis, the program SPSS will be used. For the interviews a qualitative analysis
is used.
The analysis of the quantitative data is done using the software package SPSS Statistics.
To analyse the date from the EMS, reliability and regression analysis are used. Regression
analysis is a dependency technique that can be used for one or more independent variables to
predict the value of a single dependent variable (Hair, 2014; Field, 2009). This dependency
technique explains the relationships between the independent variables and the dependent
variable. Also the reliability analysis will be used. With this analysis you can see if there is
internal consistency between the variables. The type of regression that is used is linear
regression. Within this method, one or more independent variables are used to explain the
dependent variable.
Several steps have to be taken into account to order, process and interpret the data from
the interviews. The analysis consist of six semi-structured interviews, which have been
recorded, transcribed and codified. Coding the interviews are based on literature research and
conceptualization model of the constructs. These transcripts were used to show the results from
the interviews relating the key concepts of this master thesis. Also it has been looked into the
relations between the concepts.

4.6 Validity and reliability
The validity and reliability of the whole study are very important aspects to take into account.
Another reason to do this is to keep the measurement error of the variable values as minimum
as possible. Validity is about the truthfulness and correctness of a measure. If the measure
measures what it supposed to measure, then this measure is valid. In other words, asking the
right questions makes a measure more valid. Otherwise, reliability is about the consistency of
a measure. If a measure is reliable then the outcome need to be the same under the same
conditions in another research. Validity and reliability have influence on the power and quality
of research outcomes (Hair, 2014). If there is high validity and reliability then the research
outcomes have more power and quality.
Due to the use of qualitative and quantitative methods, the external validity of the study
is high because of the high degree of respondents in the quantitative part. This leads to a
generalization of the results to a greater extent. This also means that more manufacturing firms
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may benefit from the result of this study. Furthermore, the questions of the EMS are formulated
by professional researchers. On the other hand the internal validity is maintained due to the
semi- structured way of interviewing. The questions are established in advance, that guarantees
that people measure what they want to measure in a way that is as neutral as possible.
The reliability of this research is maintained by guaranteeing the anonymity of
respondents in both quantitative and qualitative research. The qualitative data that is gathered
is anonymous. This can reduce the chance of socially desirable answers. This research can also
be repeated, because the interview guide, transcripts, codes and data from both researches are
provided. This also applies to the reproducibility of the study because the study describe exactly
how the analysis is done and how the variables are operationalized.

4.7 Research ethics
During all stages of research of this master thesis, the principles of research ethics of the
American Psychological Association reported by Babbie (2007) were taken into account. Some
points are important to act in a correct and professional manner. Furthermore, it is important to
protect and respect the interests of everyone that are involved in this master thesis. All the
respondents for qualitative and quantitative analysis are contacted by phone or via the network
of the researcher. These respondents participated on a voluntary basis and gave one hour of
their time. The anonymity and privacy of the respondents were guaranteed so that the chance
that the questions were answered correctly was high. Furthermore, all the respondents is told
about the fact that the data will only be used for this research. The transcripts of the interviews
were sent to the respondents to avoid misunderstanding and misinterpretation and to give the
opportunity to make comments if necessary. Also all respondents had the possibility to get a
copy of the thesis. The transcripts, recordings and coded files are only sent to the supervisors.
Finally, to ensure proper use of work and references and transparency a research integrity form
is signed by the researcher. In Appendix C this research integrity form can be found.
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5. Results
5.1 Introduction
To give an answer to the research question and test the hypotheses, qualitative and quantitative
research have been conducted. This chapter presents the results of this master thesis. First of
all, the quantitative data are discussed in the first paragraph. These data are analysed using
regression analysis. The second paragraph shows the results of the qualitative data, which
consists of six semi-structured interviews. Finally, in paragraph 5.4 the results of both analysis
are combined into a conclusion.

5.2 Quantitative analysis
The quantitative data is gathered from the European Manufacturing Survey 2018 (EMS). In this
analysis 201 manufacturing firms are included. These results are used to draw conclusions in
general. First of all, a prediction of the most important variables will be given. Furthermore, the
relations and influence of these variables are explained. The independent variables are ability,
motivation and opportunity (AMO-Model). The moderator variable is innovative business
strategy. Finally the dependent variable is digitalization in production processes.

5.2.1 Sample statistics
As it is mentioned before, there are a number of key facts that give a background of the
manufacturing firms that participated. Before giving the empirical outcomes for the
relationships, an overview is given of the descriptive statistics of the EMS data. This analysis
is presented in table 2. The sample consists of 201 manufacturing firms in seven different
industries. The analysis shows that most companies are mainly active in the electrical and
optical equipment. The construction and furniture sector were least active. The distribution of
these firms in the several industries are presented in table 4. The size of the company is based
on the number of employees. The analysis show that an average of 81 employees (M= 81.44,
SD = 317,07) work in a company, with a minimum of 10 and maximum of 4500 employees.
Looking at the size of the company, the skewness is 13.54, which means that there is no normal
distribution. To solve this problem log transformation is used. Furthermore, the three
independent variables consist of two practices. For ability you can see that 55% of the
companies are using training and 37% are offering an integration of tasks. Looking at
motivation enhancing practices, companies offering financial participation with 17% and staff
loyalty with 59%. Finally, companies offering opportunity enhancing practices with 38% of

36

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

experimentation and 60% of no work instruction. Of the firms, the average number of
digitalization practices are between 2 and 3 (M = 2.8073, SD = 2.0920). The Cronbach’s Alpha
of digitalization is α = 0.616. The α should be 0.7 or higher for an internal consistency between
the variables. This means that there is not a high intern consistency between the variables of
digitalization. The average number of firms applying an innovative strategy is between 2 and 3
(M = 2.8020, SD = 0.7505).
Table 2: Descriptive Statistics
TYPE
VARIABLE

VARIABLES

DESCRIPTION

MEAN

S.D

MEDIAN

CONTROL

Firm Size

Number of
employees in 2017

81.4

317.1

42.00

3.7695

0.8588

3.7695

Firm
Size_(log)
CONTROL

INDEPENDENT

Firm industry

Ability

Motivation

Opportunity

FREQUENCY
%

Metals and Metal
products

40%

Food, Beverages and
Tobacco

17%

Textiles, Leather,
Paper and Board

29%

Construction,
Furniture

5%

Chemicals (energy
and non-energy)

26%

Machinery,
equipment Transport

37%

Electrical and
Optical equipment

47%

Job Training

0.5521

0.4986

Integration of tasks

0.3698

0.4840

Financial
participation

0.1719

0.3783

Staff Loyalty
Experimentation

0.5938
0.3750

0.4924
0.4854

NoWorkInstruction

0.6042

0.4903

DEPENDENT

Digitalization

Number of practices

2.8073

2.0920

MODERATOR

Innovative
Strategy

Focus on
competitive factors

2.8020

0.7505

CRONBACH’S
ALPHA

0.616
2.6667

5.2.2 Regression Analysis
To study the relationship between the dependent and independent variable, logistic regression
is used. In the research design this means that the degree of digitalization is influenced by the
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independent variables ability, motivation and opportunity. Also the moderating effect of
innovative business strategy on the relation between AMO and digitalization is analysed.
The AMO model is known for its HR practices that can stimulate employees in
knowledge sharing. In these practices knowledge sharing is an important facilitating factor for
implementing digitalization. The AMO is divided into six items that represent the constructs
and ultimately the concepts from the AMO model. The analysis shows the complementary
explanatory power of the constructs together. The number of manufacturing firms that are
included in the analysis are 192 (N=192). This means that nine firms are gone. A reason could
be that these firms not answered all the related questions in the context of this research.
The full model is significant (p < 0.01). The full model consists of six models. Model 1
contains all control variables, Model 2 include all control variables and the variable ‘ability’
(job training and integration of tasks). Model 3 contains all variables of Model 1 and 2 plus the
variable ‘motivation’ (financial participation and staff loyalty). Model 4 include Model 1, 2
and 3 with the variable ‘opportunity’ (experimentation and no-work-instruction). Model 5
include all the models with the moderator ‘innovative business strategy’. Finally Model 6
include all variables and the interaction effects with innovation business strategy. In table 3 the
adjusted R Square and significant effect are presented of the different models. The Chi-square
statistics of Model 2 is significant (Chi – square = 0.157, p < 0.05), which means that there is
a significant amount of power. Within this model the control and ability variables (job training
and integration of tasks) are included. Model 3 contains the control variables and the
independent variables ability and motivation. It is seen that the Chi – square statistic is
significant (Chi – square = 0.183, p < 0.05) and has a higher value than the previous model.
Furthermore, the table shows that model 4, 5 and 6 are not significant ( p > 0.05). This means
that the opportunity variables, innovative business strategy and interaction effects are not
significant. This also means that it is relevant to look at the practices separately because the
whole concept is not significant. The output of this analysis can be found in Appendix D.
Table 3: Model Summary

MODEL

ADJUSTED R SQUARE

SIG. F CHANGE.

1
2

0.110
0.157

0.000*
0.003*

3
4
5
6

0.183
0.194
0.193
0.190

0.023*
0.104
0.358
0.526

Significant niveau: *p <0.05
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5.2.3 Hypotheses
Table 6 present the results of the regression analysis. As it is mentioned before Model 5 include
all variables and shows the main effects and Model 6 include the interaction effects with
innovative business strategy. The results of Model 5 and 6 show that there is a significant effect
of the size number of employees and digitalization (B=0.814, p<0.01). This means that the size
of a company has a significant positive effect on digitalization. To test the hypotheses, Model
6 with all interactions is used.

Ability enhancing practices are expected to have a positive influence on the degree of
digitalization (hypothesis 1). Ability is conceptualized into two indicators. The results of the
regression analysis (table 4) show that training on the job (B=0.579, p<0.05) does have a
significant effect, while integration of tasks (B=-0.022, p>0.05) has no significant influence.
This means that hypothesis 1 is partly supported.
Motivation enhancing practices, divided into financial participation and staff loyalty,
were expected to have a positive influence on the degree of digitalization (hypothesis 2).
Looking at the results of the regression analysis in table 4, they show that the motivation
enhancing practice staff loyalty does have a significant positive effect (B=0.690, p<0.05).
Financial participation has no significant direct influence (B=0.436, p>0.05). This means that
hypothesis 2 is partly supported.
Opportunity enhancing practices are conceptualized into experimentation and no work
instruction and were expected to have a positive influence on the degree of digitalization
(hypothesis 3). Table 4 shows that experimentation does have a significant positive effect
(B=0.537, p<0.05). No work instruction does not have a significant effect on digitalization
(B=-0.056, p>0.01). This leads to the conclusion that hypothesis 3 is partly supported.
Innovative business strategy was expected to have a positive moderating effect on the
relation between AMO practices and the degree of digitalization in manufacturing processes
(hypothesis 4). In table 4, it is seen that only the opportunity enhancing practice
‘experimentation’ has a significant positive influence on the degree of digitalization (B=0.676,
p<0.05). This means that this hypothesis is mostly rejected.
Model 6 present the main effects but also the interaction effects with innovative business
strategy. The main effects show that they are significant for companies without an innovative
business strategy. The interaction effects show the additional value of the different AMO
practices on companies with an innovative business strategy. Table 4 shows that only the
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opportunity practice, experimentation, has an additional value on companies with an innovative
business strategy. Ability and motivation enhancing practices has no additional value, so they
do the same as by companies without an innovative business strategy. Model 5 is the main
effects only model where you test the overall average effect of AMO practices and innovation
business strategy. It is also seen that innovative business strategy as main effect is not
significant (B= 0.182, p>0.05).
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Table 4: Results of Regression Analysis (Model 5 and 6)

DETERMINANTS

MODEL 5
(MAIN EFFECTS)
Beta

MODEL 6
(INTERACTION EFFECTS)
Beta

Insize Number of employees (log)

0.802**

0.814**

Food

-0.648

-0.785

Textile

-0.576

-0.627

Construction

-0.019

-0.133

Chemical

0.386

0.435

Machinery

0.067

0.037

Electronic

-0.517

-0.627

Ability
Integration of tasks
Training on the job

-0.046
0.517

-0.022
0.579*

Motivation
Financial participation
Staff loyalty

0.500
0.621*

0.436
0.690*

Opportunity
Experimentation
Noworkinstruction

0.620*
-0.091

0.537*
-0.056

Innovative Strategy

0.182

-0.003

Industrya

AMO Practices

Ability
Integration of tasks
Training on the job

-0.358
-0.124

Motivation
Financial participation
Staff loyalty

0.139
-0.199

Opportunity
Experimentation
Noworkinstruction

0.676*
0.258

Significant level ** p < 0.01 *p < 0.05
a Reference category: Metals and metal products

5.2.4 Conclusion
Taking this all together, the quantitative results show the following results. Hypothesis 1 about
the influence of ability enhancing practice on the degree of digitalization is partly supported
because only the practice training on the job is significant. Hypothesis 2 about the influence of
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motivation enhancing practice on the degree of digitalization is partly supported because staff
loyalty is significant. Hypothesis 3 about opportunity enhancing practices is also partly
supported because only experimentation is significant. Looking at the interaction effect with
innovative business strategy it is seen that only the opportunity enhancing practice
experimentation has an additional value on companies who have an innovative business
strategy. This means that this hypothesis is mostly rejected and can be concluded that a strategy
as objective approach has almost no effect on this relationship. In table 5 a summary of the
hypothesis and conclusions are presented.
Table 5: Summary hypotheses and conclusions quantitative analysis

HYPOTHESES

CONCLUSION

1

Ability enhancing practices have positive influence on degree of digitalization.

Partly supported

2

Motivation enhancing practices have positive influence on degree of digitalization.

Partly supported

3

Opportunity enhancing practices have positive influence on degree of digitalization

Partly supported

4

The presence of innovative strategy will have a moderating effect on the relation
between AMO practices and the degree of digitalization in manufacturing processes.

Mostly rejected
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5.3 Qualitative analysis
A qualitative analysis is conducted to get more insight in how and why strategic decisions are
made regarding applying different AMO practices related to the degree of digitalization. This
quantitative analysis is used as an additional source of data, next to the quantitative results. The
analysis consist of six semi-structured interviews, which have been transcribed and codified.
Coding the interviews was based on literature research and conceptualization model of the
constructs. These transcripts were used to show the results from the interviews relating the key
concepts of this master thesis. Also it has been looked into the relations between the concepts.
The findings will be presented and discussed in the remaining of this chapter. Important
interview quotes will be presented to explain the findings. First of all, findings regarding main
concepts are shown. Second, the interrelations between the main concepts are presented. This
section is closed with a summary of the findings of qualitative analysis, followed by concluding
part of combining results of both analysis. Table 6 shows a summary of the respondents and
manufactory firms that participated in the qualitative analysis.
Table 6: Summary of respondents and firms
MANUFACTORY
FIRM

FUNCTION RESPONDENT

NUMBER OF
EMPLOYEES

SECTOR

LOCATION

1

HR Business Partner

700

Food

Ede

2

General director

20

Technology,
production and
construction

Nijmegen

3

HR Business Partner

500

Transport

Dieren

4

Financial Director

Production

Panningen

5

HR Advisor

420

Production

Ede

6

HR Advisor

350

Food

Culemborg

5.3.1 Digitalization
As it is described in chapter 2, digitalization is about digital solutions to change a business
model and provide new opportunities. Table 7 shows the quotes on the purpose of digitalization.
Looking at the first main concept of this research, the interviews show that each of the
respondents’ firms has implemented some degree of digitalization. The type and degree of
digitalization that are conducted in these firms differs from big and complex digitalization
systems to small and less complex processes. In every firm the use of ipads and computers are
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seen as a form of digitalization. These technologies are used in every firm. Respondent 1
explains it as follows ‘We're doing a lot of digitalization on production. How to get the most
out of your machine. But also, for example, working with ipads. That you can enter data very
easily but can also retrieve it very easily’. This example shows that digitalization occurs in
every process of the firm. Furthermore, external trends such as Internet of Things, Big Data and
availability of fulltime employees have also influence on the degree of digitalization.
Implementing digitalization processes has the most and direct impact on employees. The way
of working changes but also the way of organizing the whole organization. Looking back at the
definition of digitalization it seems like that there are similarities between theory and practice.
TABLE 7 QUOTES ON THE PURPOSE OF DIGITALIZATION
R1 ‘In productie zijn we veel bezig. Met hoe kan je het maximale uit je machine halen. Maar ook bijvoorbeeld met

R2
R5
R1

R3
R6

R5

ipads gaan werken. Dat je data heel makkelijk kan invoeren maar ook heel makkelijk kan terugvinden. Over een
machine en hoeveel er gedraaid wordt. En ook met planning zijn we continue aan het kijken met bijvoorbeeld zelf
roosteren en hoe kunnen we dat vormgeven. Ja zo zijn er op elk gebied systemen’
Ja alles gaat via de computer. Alle inkoop en verkoop gaat via de computer. Dat is jaren al geautomatiseerd.
En als je nu dus ziet de storing die wordt gemeld, de monteur krijgt hem of via de app of via de tablet binnen, gaat
naar de klant toe, verhelpt de storing, laat de klant digitaal tekenen en de factuur wordt verstuurd.
‘Het is wel een dure vorm. En om dingen makkelijker te maken. Dus steeds meer tilhulpjes en noem maar op. Dat
het allemaal vanzelf gaat. Of dat het in ieder geval je lichaam minder belast. Maar we zijn ook de eerste tests aan
het doen met robots inderdaad. Maar we hebben ook een hoop processen die uiteindelijk niet volledig
gerobotiseerd kan worden. Want daar is of menselijk controle voor nodig of omdat het zo precisie werk is dat het
gewoon niet helemaal geautomatiseerd kan worden. Maar we kijken wel hoe het steeds verder gemakkelijker kan
worden gemaakt’.
Ja wat echt wel veel invloed heeft op ons is het gebruik van Internet of Things. Daar hebben we ook een team voor
die zich daarmee bezig houdt. Waar we eerst over hadden over de connected fiets gaat daar over. En we proberen
dat verder uit te breiden met bijvoorbeeld hoeveel batterij je nog hebt,.
Wij zijn ook bezig met een stukje E-learning zowel voor de operators van onze klanten maar ook voor intern
gebruik, dus om onze eigen medewerkers te scholen. En zo lopen er wel meer digitaliseringsprocessen, soms
alleen voor het interne gedeelte waar wij he op HR gebied hebben wij bijvoorbeeld het hele functioneren en
beoordelen hebben wij digitaal gemaakt sinds anderhalf jaar maar daar heeft de klant dan geen baat bij.
Ook is het orderpicken laag geschoold werk, aan deze mensen is moeilijk aan te komen, eeh het is ja heel veel
Polen zijn door de Corona terug naar Polen gegaan eeh dus er is ook een tekort aan orderpickers in de branche,
in Nederland zijn er weinig mensen die dit fulltime willen doen, en daar geef ik geen waardeoordeel over maar dat
is een feit en daarin zie je dat er veel meer naar automatisering wordt overgegaan.

5.3.2 Ability and digitalization
As stated in chapter 3, ability is about skills, knowledge and competencies of employees. In this
master thesis the focus lays on the activities from the organization level. It is expected that
ability enhancing practices have positive influence on the degree of digitalization (hypothesis
1). Table 8 shows the most relevant quotes. It can be concluded that ever manufactory firm
considers it very important that employees continue keep developing and retaining new
knowledge. This is both personal development and development related to the tasks and systems
they work with. The item ‘training on the job’ is actively implemented in the firms. All
respondents say that all employees must attend a number of training courses. Furthermore, some
functions have special trainings. On the other hand, firms narrate that due digitalization more
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training is necessary for employees to work with new machines and techniques. Also
digitalization causes that training courses are offered online such as e-learning platforms.
Looking at the item integration of tasks it is seen that many firms find it very difficult to
motivate employees to do other work then they normally do. A reason for this could be that
employees who work in the production process are not always willing to learn more and do
other tasks than what they are used to. Respondent 4 indicate that they are doing everything to
encourage employees and solve this problem: ‘Within the company we have the program
'educate yourself' or 'keep educating yourself' and in general this means that we encourage the
employees to invest in himself’. Taking this all together, it can be said that the ability enhancing
practice training on the job has an positive influence on the degree of digitalization, while
offering integration of tasks is not very used. This means that this hypothesis is partly supported.
TABLE 8 QUOTES ON THE PURPOSE OF ABILITY ENHANCING PRACTICES
Zo zijn we ook continue bezig met trainingen geven over gevaarlijke stoffen en continue blijven updaten
R1

R3
R4

R5
R3
R6

daarvan zodat die kennis continue paraat is. Zodat de kans dat het misgaat zo klein mogelijk blijft. Maar ze
ook leren om met nieuwe snufjes te werken, handiger te werken en gewoon bij te blijven met de nieuwe
ontwikkelingen in je eigen vakgebied.
..is dat we net over zijn gegaan naar een groot online e-learning platform. Dus dat we ook zeg maar digitaal
willen leren, online. En dat willen we dan in alle vormen aanbieden.
We hebben zeg maar binnen het bedrijf het programma ‘educate yourself’ of ‘keep educating yourself’ en in
het algemeen betekent dat we stimuleren om te investeren in jezelf en uhm het bedrijf faciliteert dat door, we
werken bijvoorbeeld met de volksuniversiteit over een groot cursuspakket dat aan onze medewerkers
aangeboden wordt. Daar kunnen de medewerkers deel van uitmaken en dat kan een talencursus zijn maar
dat kan ook een cursus ja time management of anderzijds maar daar leggen wij geen niet bij in de weg dat
willen we juist enthousiasmeren en we faciliteren ook via apps of via internet kunnen medewerkers zelf
cursussen aanvragen en doen.
Service monteurs worden continu getraind ook als er nieuwe machines zijn is het toch wel de beoordeling
dat ze twee keer in het jaar een technische training volgen hier en sales wordt ook continu eigenlijk, ja
continu, tweejaarlijks krijgen ze salestrainingen naast de E-learnings en coaching on-the-job.
In de ideale wereld willen wij natuurlijk dat alle mensen multi skilled zijn. Er zijn uit mijn hoofd ongeveer
23 plekken aan de baan. En eigenlijk zou je willen dat iedereen minimaal op 6 plekken kan staan. En dat is
wat wij heel graag willen maar niet alle medewerkers.
Dat gebeurt natuurlijk ook weleens en dat is het meer taakverbreding, dan perse verrijking. Als verrijking,
niet dat het een hoger niveau wordt, uhh dan blijven ze in de functie hangen en dat is ook helemaal prima,
want die mensen hebben we ook nodig en ze hoeven niet allemaal het hoogste niveau te behalen. Maar dat
zit er eigenlijk automatisch al in en dat is echt wel een opleidingstraject van een paar jaar voordat je daar
bent bovendien.

5.3.3 Motivation and digitalization
Motivation is about the willingness of an employee for doing something. The items that stand
central for this topic are ‘financial participation’ and ‘staff loyalty’. It is expected that
motivation enhancing practices have positive influence on the degree of digitalization
(hypothesis 2). Table 9 shows the most relevant quotes about motivation enhancing practices.
The several firms are active in different sectors. This means that they have different collective
labour agreements, whereby employment conditions differ. The interviews show that every
company have different things related to rewarding people. Some firms reward employees if
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they can do different tasks allowing them to be used in multiple functions. Another way of
rewarding people is to give more free days or better fringe benefits. Looking at activities at
organization level related to staff loyalty, there are some differences between firms. In general
it can be said that each firm organises a staff party and that they give presents by special days
such as, Christmas, Easter and anniversaries. Furthermore, some firms use motivation
enhancing abilities to motivate employees to behave in an innovative manner and encourages
them to go along with digitalization. Respondent 1 explains as follows: ‘And we also have an
award each year for best innovation idea and a number of categories to really stimulate that’.
This sort of activities helps employees to be more open to digital change. The respondents tell
also that these activities have no direct influence on the degree of digitalization. Thus it can be
concluded that this hypothesis is rejected.
TABLE 9 QUOTES ON THE PURPOSE OF MOTIVATION ENHANCING PRACTICES
En qua promotie hebben we hele duidelijke functieprofielen waarin je kan zien okee dit moet ik doen en
R1
R1

R6

R3
R4

kunnen voordat ik de volgende stap kan maken. Dat is wel heel prettig’.
Ja wij hebben ook een soort van winstdeling. Maar je kunt ook op eigen niveau doorgroeien naar hogere
schalen, meer verantwoordelijkheden. Dit is als team als individueel. We hebben bijvoorbeeld een PSP, dat
is een profit sharing plan. Je kunt het zien als een soort winstdeling. En ook om de medewerkers te blijven
prikkelen. Een manier om als operator promotie te krijgen is bijvoorbeeld om meerdere afdelingen te
beheersen.
ehmm wij geven sinds een jaar is dat elk kwartaal een bedrijfspresentatie die wordt door onze CEO’s
gegeven, dat vindt plaats in de bedrijfskantine, in ongeveer een halfuurtje met al het personeel in de
organisatie, tenminste in Nederland dan. Dat is om de mensen betrokken te houden met goh wat verkopen
we nu, wat voor verbeterprojecten lopen er binnen de organisatie
De Henk Kok Fonds hebben. Dus dat is wel heel sociaal. Verder zijn we heel erg bezig met vitaliteit en
gezondheid. We hebben allerlei activiteiten, bootcamp, lunchwandeling, lunchfietsen.
Ja meestal organiseren we een of twee keer per jaar een etentje of een uitje. Verder worden ze gemotiveerd
door ze heel vrij te laten en door hun eigen inbreng zoveel mogelijk te honoreren in hoeverre dat ook
mogelijk is.

5.3.4 Opportunity and digitalization
As it is mentioned in chapter 3, opportunity enhancing practices is about work instruction,
experimentation and participation. Based on literature research it is expected that opportunity
enhancing practices have positive influence on the degree of digitalization (hypothesis 3). Table
10 shows the most relevant quotes about motivation enhancing practices. Guidelines and rules
are not regarded as hampering the performance of tasks in any organisation, some firms
deliberately choose not to commit rules. This allows employees to make the difference and
think creatively for example in solutions specifically aimed at the customer. All respondents
indicate that they are open for new innovative ideas and that they encourage that. Due to
digitalization, some firms have created a place where all employees can experiment with new
ideas and innovative products. Respondent 4 tells that they notice that it has a positive impact:
‘We have an innovation centre, so you just sit there in a physical space within our company,
where employees have the opportunity to try out new ideas’. This shows that firms stimulate
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employees to think in an innovative manner. Looking at prescribed work instructions,
respondents indicate that they choose for no fixed rules and guidelines so there is space for
improvement. It can be concluded that both practices have positive influence on the degree of
digitalization, which means that is hypothesis is supported.
TABLE 10 QUOTES ON THE PURPOSE OF OPPORTUNITY ENHANCING PRACTICES
We staan altijd open voor ideeën inderdaad. Maar het moet wel onderbouwd en over nagedacht zijn over of
R2
R1
R3

R4
R6

het wel toepasbaar is of niet. Want je kunt wel makkelijk iets roepen, maar het moet wel toepasbaar en
realiseerbaar zijn. En betekent niet dat dat altijd wordt nageleefd en wordt uitgevoerd.
We proberen daarin ook veel te kijken en luisteren naar medewerkers. En soms hebben ze wilde ideeën maar
dat gaat of teveel geld kosten of het is nog niet helemaal haalbaar. Maar soms hebben ze ook echt hele
goeie ideeën en we vragen bijvoorbeeld ook regelmatig onze bedrijfsarts advies daarvoor.
Wat heel bijzonder is aan de fietsfabriek is dat het tot stand is gekomen door de inzichten van eigen
medewerkers. We zijn nu bijna een jaar bezig om mensen nog meer op te leiden tot green belt vanuit lean.
Er zijn nu dus heel veel projecten opgestart. Ook in productie. En de allerbelangrijkste voorwaarde van lean
is dat je mensen bij betrekt. En dat je alle ideeën vanuit de vloer laat komen. En we zien echt dat dat zoveel
goed doet. Dat mensen het echt doen, er zit zoveel kennis en knowhow in dit bedrijf omdat mensen er zolang
werken. En je ziet dat mensen dan echt ook met suggesties en ideeën komen. Daar kan geen ideeën box
tegenop. Het gaat echt om het samen doen en samen komen op ideeën.
we hebben een innovation centre, dus daar zit je gewoon in een fysieke ruimte binnen ons bedrijf zeg maar,
waar werknemers de gelegenheid krijgen om nieuwe ideeën uit te proberen
Ik denk dat dat wel meevalt, wij hebben ook niet alle processen uitvoerig tot in de details beschreven moet ik
zeggen en dat is ook wel een keus geweest omdat je dan heel vaak in de gebaande paden moet blijven en dat
is ook wel weer een zwakte omdat je dan continu processen moet uitleggen maar dit geeft ook zeker ruimte
voor verbetering zeg ik dan.

5.3.5 Innovative Business Strategy
Innovative business strategy is in this research a moderator variable. As mentioned in chapter
2 digitalization brings a new way of thinking that need to be implemented in the strategy of an
organization. Business strategy has impact on the innovation success of a firm which has
influence on the use of technology. Based on literature research it is expected that innovative
business strategy has a moderated positive influence on the relation between AMO practices
and the degree of digitalization (hypothesis 4). In this context, strategy is seen as practice. In
table 11 the most relevant quotes are presented. In general it can be said that firms that are
market leader in their sector have an advantage over other companies. The respondents of firms
that are market leader indicate that they give a lot of attention to innovation and experiment
with new technologies. In addition, respondents dedicate that being innovative is one of the
most important things they have to do because otherwise competitors will overtake.
Furthermore, many firms tell that they find it important that especially now, employees keep
developing themselves, so they can stay market leader. They organise different activities to stay
innovative and develop employees. Besides being market leader it is also very important to look
and listen what the customer needs and wants. This time the customer is really the queen and
they need to be pleasured. All of the firms indicate that they are actively engaged with
supporting employees to go along with digitalization and give them opportunities to come with
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ideas and experiment with new products. So explains respondent 6 the following: ‘We develop
a lot, give trainings and we have a big product portfolio. These three things are considered as
most important for our existence’. It seems like that AMO practices have influence and an
additional value on companies with an innovative business strategy. This means that this
hypothesis is supported.
TABLE 11 QUOTES ON THE PURPOSE OF INNOVATIVE BUSINESS STRATEGY
We zijn sws marktleider dus dat helpt. Wij zijn ook heel erg gericht op innovatie en kopen in die zin ook
R1

R2
R3

R4
R6

gericht bedrijven op. Zoals wat ik net zei dat we in Nederland een bedrijf hebben gekocht omdat zij echt een
bedrijf hebben waarvan wij denken ja daar zit echt toekomst in en dat is wat de klant wil. En daar kunnen
wij weer zelf wat van leren.
De breedte van het productpakket die we hebben en de kennis van de producten. En het meedenken en dat
we altijd een oplossing vinden door de jaren heen dat we kennis hebben opgebouwd
Je tijd voor zijn, ontwikkelen van je toekomstvisie. Hoe ziet de fiets van de toekomst eruit. Daar zijn we
natuurlijk nu al mee bezig. Daar zit een afdeling voor, mannetje of 30 die zich daarmee bezighoudt. En we
willen natuurlijk continue onze producten blijven ontwikkelen en dat willen we doen met de beste mensen.
We willen een aantrekkelijke werkgever zijn en de juiste mensen op de juiste plek hebben
We werken vooral door goed te kijken en te luisteren, wat speelt er bij de klant en om daar dan een
oplossing voor te verzinnen. En natuurlijk zijn voortschrijdende digitalisering en automatisering
mogelijkheden. Die bieden steeds meer mogelijkheden om ondersteunend te bieden.
Dus ik denk veel ontwikkelen, training geven en een groot productportfolio dat dat de drie dingen zijn die
het belangrijkste zijn voor ons bestaan.

5.3.6 Additional remarks
In addition to the results of the qualitative analysis so far, there are several other interesting
findings, which are not directly related to this subject but important enough to mention and
could give insight for future research.

As everybody knows, there is a pandemic right now. The COVID-19 affects every company in
a different way. Some respondents indicated that due to the virus not all parts of the manufactory
were open or has enough work. So production employees were obligated to work on other parts
of the company where they normally do not work. This led to more task enrichment and job
rotation within the company. Where employees in the first place were not willing to do other
tasks, you see that if it is mandatory, it will be done. The reactions of employees were mostly
positive but they tell also that they are happy that they can do their own work. Furthermore, due
to the COVID-19, digital solutions are more used by employees then before. This is because
people need to get in touch with each other in a virtual way.

Secondly, sustainability plays an important role by implementation and applying more digital
solutions. Sustainability is mostly part of innovative business strategy and goes hand in hand
with digitalization. Respondents indicate that sustainability is also a trend which needs
attention, where sustainability and digitalization strengthen each other.
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Another issue that is crucial with implementation of digitalization are financial resources.
Automatization and digitalization are so valuable that it needs to be considered if it can be
recouped. Respondents indicate that it is not always worth it to make such a big investment.
One of the reasons is that products are customized to customer’s requirements. Furthermore,
many products are not made in series. It can be said that firms who have implemented
digitalization in high degree have the financial resources and make products in high volumes.

5.3.7 Conclusion
Taking this all together, some AMO enhancing practices have a positive influence on the degree
of digitalization. It can be said that digitalization is an important factor in every firm and that
every firm implement some degree of digitalization. Hereby, digitalization has influence on the
whole organization, especially employees. From the interviews can be concluded that every
AMO enhancing practice are present in the organization. The ability enhancing practice
training on the job is highly present in the companies and is used to get along with digitalization.
On the other hand the practice integration of tasks are not successful implemented and has no
big influence on the degree of digitalization. Motivation enhancing practices are applied in
organizations but it cannot be said that this is directly related to the degree of digitalization.
These practices were already implemented but there is no change now that there is more
digitalization in companies. Finally, opportunity enhancing practices no work instruction and
experimentation have both clear influence on the degree of digitalization. Employees are free
to experiment and discover new things. Looking at innovative business strategy it seems like
that firms with an innovative business strategy implement more AMO enhancing practices than
firms who do not have an innovative business strategy. This also means that strategy as practice
approach has influence on this relationship. In table 12 a summary of the hypotheses and
conclusions are given.
Table 12: Summary hypotheses and conclusions qualitative analysis
HYPOTHESES

CONCLUSION

1

Ability enhancing practices have positive influence on degree of digitalization.

Partly supported

2

Motivation enhancing practices have positive influence on degree of digitalization.

Rejected

3

Opportunity enhancing practices have positive influence on degree of digitalization

Supported

4

The presence of innovative strategy will have a moderating effect on the relation
between AMO practices and the degree of digitalization in manufacturing processes.

Supported
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5.4 Combined results and conclusion
This research has been conducted through a quantitative and qualitative method. A mixed
methods study is used to obtain a more complete view on the different AMO practices and the
relation with the degree of digitalization. By combining the results of the quantitative and
qualitative analysis, a clear overview is drawn, what makes it possible to see which relations
confirm, oppose or amplify each other.

Hypothesis 1, the influence of ability enhancing

practices, is partly supported by both

qualitative analysis and quantitative analysis. Hypothesis 2, influence of motivation enhancing
practices, is partly supported by quantitative analysis (staff loyalty). Qualitative analysis gave
no support. Hypothesis 3, influence of opportunity enhancing practices, is partly supported by
quantitative analysis and complete supported by qualitative analysis. Finally, hypothesis 4,
moderating effect of innovative business strategy, is supported by qualitative analysis, but
mostly rejected by quantitative analysis. In figure 2 the hypotheses are presented where black
arrows show the relations of quantitative analysis and grey arrows the relations of the qualitative
analysis.
Figure 2: Conceptual Framework with relations
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6. Conclusion
6.1 Introduction
This chapter contains a summary of this master thesis. Furthermore, conclusions regarding the
research questions and hypotheses are presented. In paragraph 6.3, theoretical and practical
implications are shown, as well as some limitations. This chapter ends with a reflection on the
whole research process and a presentation of the researcher’s role.

6.2 Summary of research
The general aim of this master thesis was to look into the influence of the different AMO
practices and the relation with the degree of digitalization. In order to analyse this relationship,
the different AMO practices are tested separately. In addition, the moderating effect of
innovative business strategy is checked. The following research question was formulated:

Do AMO practices in combination with innovation business strategy affect the degree of
digitalization in manufacturing firms and, if so how is this implemented?

In order to answer this research question, a detailed literature study, as well as a quantitative
and qualitative data analysis is conducted. The qualitative data is used to complement and get
more understanding of the quantitative outcomes. The quantitative analysis is carried out
through logistic regression analysis on data from the EMS 2018. Based upon the literature
study, the hypotheses are established. It was expected that all AMO practices exert a positive
influence on the degree of digitalization. The AMO model has its basis in social psychology
and is used in human resource practices. In the basic model, motivation is seen as the driving
force behind behaviour and is defined in the following terms: motives, wishes, urges or desires
which underlie behaviour. Ability is a prerequisite to be able to show the behaviour and
possibility refers to contextual or situational constraints. According to Maclnnis and Jaworksi
(1989), motivation does not necessarily lead to behaviour. It depends on the ability and
opportunity of the individual to what extent motivation will result in behaviour. According to
work performance theory, ability, motivation, and opportunity all influence innovative work
behaviour. According to this perspective, the three aspects must be available. All three factors
interact with each other, and their influence depends on which of these factors an individual
possesses. This is also the case when applying digital solutions. Ability, motivation and
opportunity need to be present within a company to implement digitalization effectively.
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Furthermore, it was expected that innovative business strategy has a positive moderating effect
on this relation. It appears that HRM practices have a positive influence on the innovation
capability within a company. This also means that companies with an innovative business
strategy benefit more from the influence of these HRM practices. Besides, these companies can
implement these HRM practices better.

The findings from the EMS data of 2018 showed the following results. Based on these results,
all three practices of AMO have influence on the degree of digitalization. Ability enhancing
practice (training on the job), motivation-enhancing practice (staff loyalty) and opportunityenhancing practice (experimentation) do hold a significant direct influence. Looking at the
interaction effect of innovative business strategy on the relation between AMO practices and
the degree of digitalization, only the opportunity-enhancing practice (experimentation) is found
significant, which means that only this practice has an additional value on companies with an
innovative business strategy. Taking this all together, it means that hypothesis 1, 2 and 3 are
partly supported and hypothesis 4 is mostly rejected.

The qualitative analysis allowed more insight and understanding into the key concepts and
quantitatively tested hypotheses. Looking at the degree of digitalization in their manufacturing
processes and innovating their processes, all firms fit the concepts to a certain level. Looking
at the ability enhancing practices, only training on the job has a direct effect on the degree of
digitalization. Furthermore, it appears that motivation enhancing practices don’t have direct
influence on the degree of digitalization. Opportunity enhancing practices do hold a significant
direct influence. Looking at the moderating effect of innovative business strategy, it seems like
it does have a significant effect on the relation between AMO and degree of digitalization.
Taking this all together, it means that hypothesis 1, 3 and 4 are supported and hypothesis 2 is
rejected.

Comparing the quantitative and qualitative results with each other, there are similarities but
also differences. Overall, it can be said that ability enhancing practices and opportunity
enhancing practices have a significant influence on the degree on digitalization in both analysis.
Motivation enhancing practices is only significant by quantitative analysis. The moderating
factor within this research was innovative business strategy. It seems as if this effect is only
supported by qualitative analysis. Because of the two approaches of strategy that is used within
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this research, it also means that only strategy as practice approach has influence on the
relationship between AMO practices and the degree of digitalization. Taking this all together,
AMO practices have an overall effect on companies and the degree of digitalization. This effect
is based on specific practices. Furthermore, only opportunity practice experimentation has an
additional influence for companies with an innovative business strategy.

6.3 Discussion of implications
In the previous paragraph, the research question was answered. In what follows, the conclusions
are presented, the results and findings of the different methods are further interpreted and
theoretical and practical implications and recommendations are presented together with
possibilities for future research.

Based on the existing theory and models about the relation between the AMO model and the
degree of digitalization, the prediction was that there exists a positive influence between these
two concepts. One of the key reasons for this hypothesis was that AMO practices hold influence
over the innovative work behaviour of employees. Digitalization is an optimization tool that
affects the whole organization. On the other hand, digitalization can decrease the creativity of
individuals, while creativity is crucial for innovation. To understand how digitalization affects
the idea generation and idea development of employees, this research is conducted to look at
the influence of different AMO practices on the degree of digitalization. The results of this
research do not fully match with the theoretical assumption. One explanation for the differences
could be that the combination of other items within AMO practices does hold a clear influence
over the degree of digitalization. The selection of the items could have changed the influence
on the degree of digitalization. Ability, motivation and opportunity practices depend on
different items. In this research, only two items per construct are chosen.

Another explanation is that the AMO model of Appelbaum (2000) is tested on a firm level and
not on an individual level. This research looked at the organizational level of HR practices and
their effect on the degree of digitalization within the organization. This seems to provide more
explanatory power than when looking at the performance of each individual, for which the
AMO model was initially designed. There is not enough secondary literature available with
which this research could be compared. Besides, the complementary effect of the three concepts
are important to look at. In some situations, these constructs can contradict each other.
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As it is mentioned before, two approaches of strategy is used within this research, strategy as
objective and strategy as practice approach. There are differences in the results of these two
approaches. AMO practices have a significant influence on the degree of digitalization in
companies with an innovative business strategy according to strategy as practice approach but
there is no influence according to strategy as objective approach. In conclusion, the effectivity
of AMO depends on specific practices of how these are implemented. Opportunity enhancing
practice, experimentation, seems like more effective than the other practices. It is interesting to
look at other AMO practices how they are affected by innovative business strategy.

6.3.1 Theoretical implications
Looking at the outcomes and conclusions of this research, there are some fields to which this
research can contribute, like the existing body of knowledge of the relationship between AMO
practices and the degree of digitalization. Several studies are conducted about AMO practices
at an individual level and the relation with innovative work behaviour. But this model has never
been investigated on a firm level before. In addition, the moderator effect of innovative business
strategy has also never been researched before. Furthermore, the mixed methods approach
caused a better understanding of the relationship between AMO practices and the degree of
digitalization. The qualitative research presented itself as an extra source that provided more
insight into this relationship and made the results and findings more reliable.

Considering the previous reflections, additional research could be conducted to get a better
understanding of the possible impact of AMO practices and the degree of digitalization. First,
it is important to acquire more respondents for the interviews. By obtaining more respondents,
the validity of the theoretical research will be higher. This also leads to more insight into the
individual performance of employees with relation to AMO practices offered by manufactory
firms. This could change the selection of chosen HR practices, which is relevant for individual
performance.

Another interesting point for future research builds upon the fact that this research was
conducted during the COVID-19 epidemic. Many firms indicated that they run into new
problems, which they could not immediately solve. These problems are related to changing the
current working method and using more digital solutions. Based upon the interviews, it can be
said that many firms were obligated to make some radical changes. It could be interesting to
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look into the influence of a pandemic for manufactory firms related to AMO practices and the
degree of digitalization.

6.3.2 Practical implications
Besides the theoretical implications and recommendations for future research, there are some
practical implications resulting from this research. First, companies need to realise that
employees are crucial to successfully implement changes. Managers need to create a safe
environment and be transparent about the changes, so employees know what to expect.
Respondents indicated that telling employees in detail what they are doing and what is expected
from them will lead to more understanding and willingness on their part. Another point to be
taken into account, is that everything that is new or changes the current situation needs to
influence the employee in a positive way. Looking at the different AMO practices, managers
need to account for the reason why this training is crucial and important for the employee.

Furthermore, to implement and apply digitalization in the whole organization, it is important
that the organization stays flexible and open to new ideas. Additionally, the informal ambiance
and the extent of accessibility of managers influences the implementation of changes in the
organization. The organization needs to create support for the employees, which could be done
by giving them a stronger voice and asking for their ideas when change presents itself.

Another aspect of attention is the innovation capability of a firm. As presented in chapters 2
and 3, innovative work behaviour holds a huge influence over the degree of digitalization.
Innovative work behaviour depends partly on the innovation capability of a company, but also
on the practices that are presented by the company. Especially now, investing in innovations
and doing research in this field is crucial, because it makes sure you keep up with the
developments in the environment and catch up with competitors.

6.4 Limitations of research
Despite its validity in terms of its theoretical and practical implications, this research contains
a number of boundaries and limitations that need to be considered when interpreting the results.

Looking back upon the results of this research, the mixed methods approach made an important
contribution to the results and conclusions. The quantitative analyses have made it possible to
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obtain statistical figures. Both results complement each other and ensured that there is a greater
understanding of the relation between AMO practices and the degree of digitalization. Despite
the fact that the EMS 2018 was not specifically designed for this research, its indicators were
very useful for this research project.

The first limitation of this research is the fact that the AMO model consists of a limited number
of variables. Normally, more variables are part of the different AMO practices. Unfortunately,
you cannot test all variables. There might be more independent variables than what is covered
by the three constructs of the AMO model. Furthermore, as stated before, there are not enough
studies this research can be compared to. Also worth mentioning is the low Cronbach’s Alpha
of the constructs of the degree of digitalization. This could imply that there are more items that
build this construct.

Another limitation of this research is that only a small number of respondents were interviewed.
This influences the generalizability of the qualitative results. Also, this research was only
conducted by Dutch manufacturing firms, which makes it less generalizable worldwide. In
addition, this research only contains manufacturing firms, implying that the possibility to
generalize to other industries is limited. The generalizability of this research is also influenced
by the low response rate of the EMS 2018.

6.5 Reflection
Reflecting upon my role within this master thesis as a researcher, some final remarks on the
process can be made. First of all, it was not very easy to find a good and interesting subject for
this master thesis. I looked at many other reports and conducted a substantial amount of
literature study. Finally, I found a subject which had interfaces with my bachelor thesis. During
the process, I learned that it very useful to study with other students from my university.
Unfortunately, because of COVID-19, this did not stay an option for long. It was rather difficult
to study at home all the time, and I missed the social contact with my study buddies. Also,
because of the lockdown, I experienced some difficulty getting in touch with my supervisor.
Furthermore, I participated in Ramadan, which made this research project more special.

Conducting a mixed methods research project was new for me, but I discovered how useful it
could be for research. Finding suitable firms for the interviews was a difficult task in the
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beginning. I was lucky enough to be able to cooperate with another student, who found a
number of suitable firms and worked mostly with the same variables. I think that this mixed
methods research design contributed to the overall completeness of my master thesis. The
addition of qualitative research as an extra source holds a great influence over the quality of
this thesis. Analysing and interpreting these results was a challenge, but in the end everything
came together. The anonymity and privacy of the respondents were guaranteed so that the
chance that the questions were answered correctly was high. Also all records are deleted after
finishing this thesis. In paragraph 4.7 the research ethics are presented. Looking back at the past
four months, I am satisfied with the results and convinced that I conducted this master thesis
ethically and objectively.

57

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

References
Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work
environment for creativity. Academy of management journal, 39(5), 1154-1184.
Appelbaum, E., Bailey, T., Berg, P., Kalleberg, A. L., & Bailey, T. A. (2000). Manufacturing advantage:
Why high-performance work systems pay off. Cornell University Press.
Ardesch, H. & Loo, J. van der. (2012, 11 mei). Fundamenteel innoveren: technologische vs. Sociale
innovatie. Retrieved from
https://www.frankwatching.com/archive/2012/05/11/fundamenteel-innoveren
technologische-vs-sociale-innovatie/
Baarda, B., Bakker, E., Fischer, T., Julsing, M., Peters, V., van der Velden, T., & de Goede, M. (2013).
Basisboek kwalitatief onderzoek: Handleiding voor het opzetten en uitvoeren van kwalitatief
onderzoek. Noordhoff Uitgevers.
Babbie, E. (2012). The Practice of Social Research. (13th ed). Wadsworth/Cengage, Belmont.
Baines, T., & Lightfoot, H. W. (2014). Servitization of the manufacturing firm: Exploring the operations
practices and technologies that deliver advanced services. International Journal of Operations and
Production Management, 34(1), 2–35. https://doi.org/10.1108/IJOPM-02-2012-0086
Barbosa, J., Leitão, P., Adam, E., & Trentesaux, D. (2015). Dynamic self-organization in holonic multi
agent manufacturing systems: The ADACOR evolution. Computers in industry, 66, 99-111.
Barton, D., & Court, D. (2012). Making advanced analytics work for you. Harvard business review,
90(10), 78-83.
Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management,
17(1), 99–120
Bauer, J., Ozden, O., Akagi, N., Carroll, T., Principe, D. R., Staudacher, J. J., ... & Jung, B. (2015).
Activin and TGFβ use diverging mitogenic signaling in advanced colon cancer. Molecular
cancer, 14(1), 182.
Benešová, A., & Tupa, J. (2017). Requirements for education and qualification of people in Industry
4.0. Procedia Manufacturing, 11, 2195-2202.
Bloem, J., Van Doorn, M., Duivestein, S., Excoffier, D., Maas, R., & Van Ommeren, E. (2014). The
fourth industrial revolution. Things Tighten, 8.
Bloom, N., Garicano, L., Sadun, R., & Van Reenen, J. (2014). The distinct effects of information
technology and communication technology on firm organization. Management Science,
60(12), 2859-2885.
Bloomberg, J. (2018). Digitization, digitalization, and digital transformation: confuse them at your
peril. Forbes. Retrieved on April, 20, 2020.
Bi, Z., Da Xu, L., & Wang, C. (2014). Internet of things for enterprise systems of modern
manufacturing. IEEE Transactions on industrial informatics, 10(2), 1537-1546.
Boon, C., Belschak, F. D., Den Hartog, D. N., & Pijnenburg, M. (2014). Perceived human resource

58

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

management practices. Journal of Personnel Psychology.
Bos‐Nehles, A. C., Van Riemsdijk, M. J., & Kees Looise, J. (2013). Employee perceptions of line
management performance: applying the AMO theory to explain the effectiveness of line
managers' HRM implementation. Human resource management, 52(6), 861-877.
Boselie, P. (2010). Strategic human resource management: A balanced approach. Tata McGraw-Hill
Education.
Boselie, P., Dietz, G., & Boon, C. (2005). Commonalities and contradictions in HRM and performance
research. Human resource management journal, 15(3), 67-94.
Boyd, D., & Crawford, K. (2012). Critical questions for big data: Provocations for a cultural,
technological, and scholarly phenomenon. Information, communication & society, 15(5), 662
679.
Boxall, P., & Purcell, J. (2003). Strategy and human resource management. ILR Review, 57(1), 84.
Blumberg, M., & Pringle, C. D. (1982). The missing opportunity in organizational research: Some
implications for a theory of work performance. Academy of management Review, 7(4), 560
569.
Bysted, R., & Jespersen, K. R. (2014). Exploring managerial mechanisms that influence innovative
work behaviour: Comparing private and public employees. Public Management Review,
16(2), 217-241.
Chrisman, J. J., & Sharma, P. (1999). Defining the family business by behavior. Entrepreneurship
theory and practice, 23(4), 19-39.
Cohen, W. M., & Levinthal, D. A. (1990). Absorptive capacity: A new perspective on learning and
innovation. Administrative science quarterly, 128-152.
Colin, M., Galindo, R., & Hernández, O. (2015). Information and communication technology as a key
strategy for efficient supply chain management in manufacturing SMEs. Procedia Computer
Science, 55, 833-842.
Creswell, J.W. (2009). Research design: Qualitative, quantitative, and mixed methods approaches.
SAGE Publications, Incorporated.
Cummings, L. L., & Schwab, D. P. (1973). Performance in organizations: Determinants & appraisal.
Good Year Books.
De Jong, J., & Den Hartog, D. (2010). Measuring innovative work behaviour. Creativity and innovation
management, 19(1), 23-36.
Delery, J. E., & Doty, D. H. (1996). Modes of theorizing in strategic human resource management:
Tests of universalistic, contingency, and configurational performance predictions. Academy
of management Journal, 39(4), 802-835.
Dorenbosch, L., Engen, M. L. V., & Verhagen, M. (2005). On‐the‐job innovation: The impact of job
design and human resource management through production ownership. Creativity and
innovation management, 14(2), 129-141.
Dombrowski, U., & Wagner, T. (2014). Mental strain as field of action in the 4th industrial revolution.
Procedia Cirp, 17(1), 100-105.

59

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

Farooq, M., Waseem, M., Mazhar, S., Khairi, A., & Kamal, T. (2015). A Review on Internet of Things
(IoT). International Journal of Computer Applications, 113(1), 1-7.
Farr, J. L., & Tran, V. (2008). Linking innovation and creativity with human resources strategies and
practices: A matter of fit or flexibility. Multi-level issues in creativity and innovation, 7, 377-392.
Feeney, A. B., Frechette, S. P., & Srinivasan, V. (2015). A portrait of an ISO STEP tolerancing standard
as an enabler of smart manufacturing systems. Journal of Computing and Information Science
in Engineering, 15(2).
Geissbauer, R., Vedso, J., & Schrauf, S. (2016). Industry 4.0: Building the digital enterprise. Retrieved
from PwC Website: https://www. pwc. com/gx/en/industries/industries-4.0/landing
page/industry-4.0-building-your-digital-enterprise-april-2016. pdf.
Ghobakhloo, M. (2018). The future of manufacturing industry: a strategic roadmap toward Industry
4.0. Journal of Manufacturing Technology Management.
Grieco, A., Caricato, P., Gianfreda, D., Pesce, M., Rigon, V., Tregnaghi, L., & Voglino, A. (2017). An
industry 4.0 case study in fashion manufacturing. Procedia Manufacturing, 11, 871-877.
Harris, R. S., Petersen-Mahrt, S. K., & Neuberger, M. S. (2002). RNA editing enzyme APOBEC1 and
some of its homologs can act as DNA mutators. Molecular cell, 10(5), 1247-1253.
Herodotou, H., Lim, H., Luo, G., Borisov, N., Dong, L., Cetin, F. B., & Babu, S. (2011, January). Starfish:
A Self-tuning System for Big Data Analytics. In Cidr (Vol. 11, No. 2011, pp. 261-272).
Hinterhuber, A. (2015). Violations of rational choice principles in pricing decisions. Industrial
Marketing Management, 47, 65-74.
Hofmann, E., & Rüsch, M. (2017). Industry 4.0 and the current status as well as future prospects on
logistics. Computers in industry, 89, 23-34.
Jansen, J. J., Van Den Bosch, F. A., & Volberda, H. W. (2006). Exploratory innovation, exploitative
innovation, and performance: Effects of organizational antecedents
Janssen, O. (2000). Job demands, perceptions of effort‐reward fairness and innovative work
behaviour. Journal of Occupational and organizational psychology, 73(3), 287-302.
and environmental moderators. Management science, 52(11), 1661-1674.
Jarzabkowski, P. (2003). Strategic practices: An activity theory perspective on continuity and change.
Journal of Management studies, 40(1), 23-55.
Jazdi, N. (2014, May). Cyber physical systems in the context of Industry 4.0. In 2014 IEEE international
conference on automation, quality and testing, robotics (pp. 1-4). IEEE.
Jiang, K., Lepak, D. P., Hu, J., & Baer, J. C. (2012). How does human resource management influence
organizational outcomes? A meta-analytic investigation of mediating mechanisms. Academy
of management Journal, 55(6), 1264-1294.
Johnson, R. B., & Onwuegbuzie, A. J. (2004). Mixed methods research: A research paradigm whose
time has come. Educational researcher, 33(7), 14-26.
Kagermann, H., Helbig, J., Hellinger, A., & Wahlster, W. (2013). Recommendations for implementing
the strategic initiative INDUSTRIE 4.0: Securing the future of German manufacturing industry;
final report of the Industrie 4.0 Working Group. Forschungsunion.

60

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

Katou, A. A., & Budhwar, P. S. (2010). Causal relationship between HRM policies and organisational
performance: Evidence from the Greek manufacturing sector. European management journal,
28(1), 25-39.
Ketteni, E., Kottaridi, C., & Mamuneas, T. P. (2015). Information and communication technology and
foreign direct investment: interactions and contributions to economic growth. Empirical
Economics, 48(4), 1525-1539.
Kiel, D., Müller, J. M., Arnold, C., & Voigt, K. I. (2017). Sustainable industrial value creation: Benefits
and challenges of industry 4.0. International Journal of Innovation Management, 21(08),
1740015.
King, N., & Anderson, N. (2002). Managing innovation and change: A critical guide for organizations.
Cengage Learning EMEA.
Knol, J., & Van Linge, R. (2009). Innovative behaviour: The effect of structural and psychological
empowerment on nurses. Journal of Advanced Nursing, 65(2), 359-370.
Lasi, H., Fettke, P.D.P., Kemper, H.G., Feld, D.I.T. & Hoffmann, D.H.M.(2014). Industry 4.0. Business
& Information Systems Engineering,6(4), 239-242.
Laursen, K. and Foss, N. (2003). ‘New human resource management practices, complementarities and
the impact on innovation performance’, Cambridge Journal of Economics, 27: 2, 243–263.
LaValle, S., Lesser, E., Shockley, R., Hopkins, M. S., & Kruschwitz, N. (2011). Big data, analytics and
the path from insights to value. MIT sloan management review, 52(2), 21-32.
Lee, J., Bagheri, B., & Kao, H. A. (2015). A cyber-physical systems architecture for industry 4.0-based
manufacturing systems. Manufacturing letters, 3, 18-23.
Lee, J., Kao, H. A., & Yang, S. (2014). Service innovation and smart analytics for industry 4.0 and big
data environment. Procedia Cirp, 16(1), 3-8.
Lepak, D. P., Liao, H., Chung, Y., & Harden, E. E. (2006). A conceptual review of human resource
management systems in strategic human resource management research. Research in
personnel and human resources management, 25(1), 217-271.
Lerch, C. (2014, December 17). European Manufacturing Survey. Fraunhofer ISI. Retrieved from
https://ec.europa.eu/growth/tools-databases/regional
innovationmonitor/sites/default/files/report/European%20Manufacturing%20Survey.pdf
Li, B. H., Hou, B. C., Yu, W. T., Lu, X. B., & Yang, C. W. (2017). Applications of artificial intelligence in
intelligent manufacturing: a review. Frontiers of Information Technology & Electronic
Engineering, 18(1), 86-96.
Liu, Y., Xu, X., Zhang, L., Wang, L., & Zhong, R. Y. (2017). Workload-based multi-task scheduling in
cloud manufacturing. Robotics and Computer-Integrated Manufacturing, 45, 3-20.
Lom, M., Pribyl, O., & Svitek, M. (2016, May). Industry 4.0 as a part of smart cities. In 2016 Smart
Cities Symposium Prague (SCSP) (pp. 1-6). IEEE.
Lu, B. H., Bateman, R. J., & Cheng, K. (2006). RFID enabled manufacturing: fundamentals,
methodology and applications. International Journal of Agile Systems and Management, 1(1),
73-92.

61

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

Luthra, S., & Mangla, S. K. (2018). Evaluating challenges to Industry 4.0 initiatives for supply chain
sustainability in emerging economies. Process Safety and Environmental Protection, 117, 168
179.
MacInnis, D. J., & Jaworski, B. J. (1989). Information processing from advertisements: Toward an
integrative framework. Journal of marketing, 53(4), 1-23.
Magruk, A. (2016). Uncertainty in the sphere of the industry 4.0–potential areas to research.
Business, Management and Education, 14(2), 275-291.
Maresova, P., Soukal, I., Svobodova, L., Hedvicakova, M., Javanmardi, E., Selamat, A., & Krejcar, O.
(2018). Consequences of industry 4.0 in business and economics. Economies, 6(3), 46.
Marks, F., Vos, R., & Kemps, D. (2016). Servitization : dienstverlening is de toekomst van de industrie.
Amsterdam
McLean, L. D. (2005). Organizational culture’s influence on creativity and innovation: A review of the
literature and implications for human resource development. Advances in developing human
resources, 7(2), 226-246.
McLoughlin, I., & Harris, M. (Eds.). (1997). Innovation, organizational change and technology.
Cengage Learning Business Press.
Minbaeva, D. B. (2013). Strategic HRM in building micro-foundations of organizational knowledge
based performance. Human Resource Management Review, 23(4), 378-390.
Monostori, L., Kádár, B., Bauernhansl, T., Kondoh, S., Kumara, S., Reinhart, G., ... & Ueda, K. (2016).
Cyber-physical systems in manufacturing. Cirp Annals, 65(2), 621-641.
Morrar, R., Arman, H., & Mousa, S. (2017). The fourth industrial revolution (Industry 4.0): A social
innovation perspective. Technology Innovation Management Review, 7(11), 12-20.
Nauta, A., & Blokland, K. (2007). Sociale innovatie, kern van HRM. Tijdschrift voor HRM, 3, 10, 55-71.
Neugebauer, R., Hippmann, S., Leis, M., & Landherr, M. (2016). Industrie 4.0-From the perspective of
applied research.
Nijmegen School of Management (n.d.). European Manufacturing Survey. Retrieved from
http://www.ru.nl/nsm/imr/our-research/research-centres/centre-innovation/european
Oesterreich, T. D., & Teuteberg, F. (2016). Understanding the implications of digitisation and
automation in the context of Industry 4.0: A triangulation approach and elements of a
research agenda for the construction industry. Computers in industry, 83, 121-139.
O'Regan, N., Ghobadian, A. and Sims, M. 2005. The Link between Leadership, Strategy, and
Performance in Manufacturing SMEs. Journal of Small Business Strategy, 15(2): 45–57
Pettigrew, A. M., Thomas, H., & Whittington, R. (Eds.). (2001). Handbook of strategy and
management. Sage.
Pfeiffer, S. (2017). The vision of “Industrie 4.0” in the making—a case of future told, tamed, and
traded. Nanoethics, 11(1), 107-121.
Posada, J., Toro, C., Barandiaran, I., Oyarzun, D., Stricker, D., de Amicis, R., ... & Vallarino, I. (2015).
Visual computing as a key enabling technology for industrie 4.0 and industrial internet. IEEE
computer graphics and applications, 35(2), 26-40.

62

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

Pereira, A. C., & Romero, F. (2017). A review of the meanings and the implications of the Industry 4.0
concept. Procedia Manufacturing, 13, 1206-1214.
Pot, F. D. (2012). Sociale innovatie: historie en toekomstperspectief.
Poutsma, E., & Ligthart, P. E. M. (2017). Which companies adopt sharing arrangements and why?
Advances in the Economic Analysis of Participatory and Labor-Managed Firms, 17, 23–48.
https://doi.org/10.1108/S0885-33392016000017005
Pratoom, K., & Savatsomboon, G. (2012). Explaining factors affecting individual innovation: The case
of producer group members in Thailand. Asia Pacific Journal of Management, 29(4), 1063
1087.
Prause, G., & Atari, S. (2017). On sustainable production networks for Industry 4.0.
Prieto, I. M., & Pérez-Santana, M. P. (2014). Managing innovative work behavior: the role of human
resource practices. Personnel Review.
Roblek, V., Meško, M., & Krapež, A. (2016). A complex view of industry 4.0. Sage Open, 6(2),
2158244016653987.
Ritter, T., & Gemünden, H. G. (2004). The impact of a company's business strategy on its
technological competence, network competence and innovation success. Journal of business
research, 57(5), 548-556.
Sarikwal, L., & Gupta, J. (2013). The impact of high performance work practices and organisational
citizenship behaviour on turnover intentions. Journal of Strategic Human Resource
Management, 2(3), 11.
Schimansky, S. (2014). The effect of a high-commitment work system on innovative behavior of
employees (Bachelor's thesis, University of Twente).
Schlechtendahl, J., Keinert, M., Kretschmer, F., Lechler, A., & Verl, A. (2015). Making existing
production systems Industry 4.0-ready. Production Engineering, 9(1), 143-148.
Schumacher, A., Erol, S., & Sihn, W. (2016). A maturity model for assessing Industry 4.0 readiness and
maturity of manufacturing enterprises. Procedia Cirp, 52(1), 161-166.
Scott, S. G., & Bruce, R. A. (1994, October). Creating innovative behaviour among R&D professionals:
the moderating effect of leadership on the relationship between problem-solving style and
innovation. In Proceedings of 1994 IEEE International Engineering Management Conference
IEMC'94 (pp. 48-55). IEEE.
Seeck, H., & Diehl, M. R. (2017). A literature review on HRM and innovation–taking stock and future
directions. The International Journal of Human Resource Management, 28(6), 913-944.
Shamim, S., Cang, S., Yu, H., & Li, Y. (2016). Management approaches for Industry 4.0: A human
resource management perspective. In 2016 IEEE Congress on Evolutionary Computation
(CEC) (pp. 5309-5316). IEEE.
Shipton, H., West, M. A., Dawson, J., Birdi, K., & Patterson, M. (2006). HRM as a predictor of
innovation. Human resource management journal, 16(1), 3-27.

63

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

Siemsen, E., Roth, A. V., & Balasubramanian, S. (2008). How motivation, opportunity, and ability drive
knowledge sharing: The constraining-factor model. Journal of Operations Management, 26(3),
426-445.
Stock, T., & Seliger, G. (2016). Opportunities of sustainable manufacturing in industry 4.0. Procedia
Cirp, 40, 536-541.
Small, M. L. (2011). How to conduct a mixed methods study: Recent trends in a rapidly growing
literature. Annual Review of Sociology, 37.
Smelt, K. (2017). Resolving the AMO Confusion. University of Twente.
Ståhlbröst, A., & Bergvall-Kåreborn, B. (2011). Exploring users motivation in innovation communities.
International Journal of Entrepreneurship and Innovation Management, 14(4), 298-314.
Tan, C. L., & Nasurdin, A. M. (2011). Human resource management practices and organizational
innovation: assessing the mediating role of knowledge management effectiveness. Electronic
journal of knowledge management, 9(2), 155.
Tjahjono, B., Esplugues, C., Ares, E., & Pelaez, G. (2017). What does industry 4.0 mean to supply
chain?. Procedia Manufacturing, 13, 1175-1182.
Van de Ven, A. H. (1986). Central problems in the management of innovation. Management science,
32(5), 590-607.
Van der Sluis, L. E. (2004). Designing the workplace for learning and innovation. Development and
Learning in Organizations: An International Journal.
Vennix, J.A.M. (2009). Theorie en praktijk van empirisch onderzoek. Pearson Education Limited.
Volberda, H. (2017). Bent u klaar voor de vierde industriële revolutie?. Maandblad Voor Accountancy
en Bedrijfseconomie, 91, 4.
Volberda, H. W., Foss, N. J., & Lyles, M. A. (2010). Perspective—Absorbing the concept of absorptive
capacity: How to realize its potential in the organization field. Organization science, 21(4),
931-951.
Wang, Y. M., Wang, Y. S., & Yang, Y. F. (2010). Understanding the determinants of RFID adoption in
the manufacturing industry. Technological forecasting and social change, 77(5), 803-815.
Whittaker, S., & Marchington, M. (2003). Devolving HR responsibility to the line. Employee Relations.
Wright, P. M., & Kehoe, R. R. (2008). Human resource practices and organizational commitment: A
deeper examination. Asia Pacific Journal of Human Resources, 46(1), 6-20.
Wu, D., Greer, M. J., Rosen, D. W., & Schaefer, D. (2013). Cloud manufacturing: Strategic vision and
state-of-the-art. Journal of Manufacturing Systems, 32(4), 564-579.
Zhou, K., Liu, T., & Zhou, L. (2015, August). Industry 4.0: Towards future industrial opportunities and
challenges. In 2015 12th International conference on fuzzy systems and knowledge discovery
(FSKD) (pp. 2147-2152). IEEE.
Zhong, R. Y., Xu, X., Klotz, E., & Newman, S. T. (2017). Intelligent manufacturing in the context of
industry 4.0: a review. Engineering, 3(5), 616-630.

64

Radboud University

Master Thesis, Strategic Management

Appendix
A - European Manufacturing Survey

65

Büsra Tarlaci

Radboud University

Master Thesis, Strategic Management

Questions control variable

66

Büsra Tarlaci

Radboud University

Master Thesis, Strategic Management

Questions independent variable

67

Büsra Tarlaci

Radboud University

Master Thesis, Strategic Management

Questions dependent variable

Questions Moderator variable

68

Büsra Tarlaci

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

B - Interview Script
Inleiding
Hoi, ik ben Busra en op dit moment ben ik bezig met mijn masterscriptie aan de Radboud Universiteit
in Nijmegen. Voor mijn scriptie ben ik bezig met een onderzoek naar de invloed van digitalisering op
werknemers en het effect van de ondernemersstrategie hierbij. Ik wil u ten eerste bedanken dat u wilt
meewerken aan mijn scriptie. Het interview zal ongeveer een uur duren waarbij u geheel anoniem
blijft. Verder heb ik de vraag of ik het interview zou mogen opnemen? Heeft u verder vragen voordat
het interview begint?
1. Wie bent u en wat is uw rol binnen het bedrijf
(Functie, ervaring algemeen, binnen bedrijf)
2. Hoe groot is het bedrijf?
3. In wat voor sector is het bedrijf werkzaam?
4. Ondernemingsstrategie: Wat probeert uw bedrijf vooral te bereiken in de komende 5 jaar?
Binnen welke markt(en) opereert uw bedrijf vooral?
Welke kernactiviteiten worden uitgevoerd, wat onderscheidt bedrijf van andere bedrijven?
5. Op welke manieren bent u betrokken bij innovatie activiteiten in uw bedrijf?
(productie?, productontwikkeling? Innovatiestrategie? Focus op werkzaamheden/ activiteiten)

Ondernemings strategie
We hebben het net natuurlijk al een beetje gehad over de strategie van het bedrijf. Ik wil bij dit stukje
hierop verder ingaan. Met name wat voor invloed digitalisering hierop heeft.
6. Op welke manier worden keuzes gemaakt binnen het bedrijf en hoe worden deze
vervolgens verder ingevoerd?
7. Hoe worden de resultaten behaald?
8. Wat voor rol speelt technologie binnen jullie ondernemingsstrategie?
9. Wat voor trends en ontwikkelingen zien jullie in de omgeving?
10. Wat zijn jullie sterkte en zwakke punten?
11. In hoeverre is door de digitalisering de ondernemingsstrategie aangepast?
(toekomst perspectief, uitvoering)

Digitalisering
Ik zou het nu graag willen hebben over de mate van digitalisering binnen het bedrijf. Digitalisering
gaat in feite over het gebruik van nieuwe innovatieve technologieën, denk hierbij aan wifi/internet,
cyber-physical systemen, big data en ICT.
12. Op welke manier is het bedrijf bezig met digitalisering?
(producten, planning)
13. Wat verstaan jullie onder digitalisering?
(mobiele apparaten, systemen)
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14. In hoeverre maken jullie gebruik van digitale oplossingen?
(Internet gebruik, online, robotisering)
15. In hoeverre heeft digitalisering invloed op het bedrijf?
(strategie, heroriëntatie, nieuwe markten/klanten, invloed medewerkers)

AMO- praktijken
Dit onderdeel gaat over de mate waarin medewerkers in aanmerking komen met digitalisering en wat
voor invloed dit heeft op de mate van het uitvoeren van hun werkzaamheden. Allereerst wil ik het
hebben over de competenties van medewerkers. Vervolgens ga ik verder in op de motivatie van
medewerkers en kansen die vanuit het bedrijf worden gegeven.
Ability
16. Op welke manieren hebben de medewerkers de vaardigheden om om te gaan met
digitalisering?
(ondersteuning)
17. Wat voor trainingen worden er versterkt aan werknemers binnen het bedrijf?
(doel van training, duur, frequentie, voor wie, gaat dat over digitalisering, vergoeding)
18. Wat voor manieren zijn er nog meer om medewerkers bij te leren?
(bijscholing, omscholing, taakoriëntatie, taakverrijking, stages)
19. In hoeverre wordt hiermee rekening gehouden met het aannemen en selecteren van
nieuwe medewerkers?
(company fit, speciale selectieprogramma’s)

Motivation
20. Op wat voor manier worden medewerkers beloond?
(beloningssysteem, vaste/ variabele beloning, gericht op activiteiten of prestaties, collectieve of
individuele beloningen)
21. Wat doet het bedrijf (welke activiteiten en/of praktijken worden gebruikt) om medewerkers
te betrekken binnen het bedrijf?
(bedrijfsuitjes, groepsgevoel, werkoverleg, kerstcadeau, verjaardag, strategy as practice).

Opportunity
22. In hoeverre zijn medewerkers vrij om met nieuwe ideeën te komen? Staat het bedrijf open
voor nieuwe ideeën?
(open organisatie, informeel/formeel, betrokkenheid medewerkers)
23. In hoeverre wordt er vanuit het bedrijf activiteiten uitgevoerd om dit te faciliteren?
(ideeën box, overleg, vragen naar ideeën, draagvlak creëren)
24. Als dit gebeurt, komt er dan ook een terugkoppeling? Zo ja, hoe? Staat er een prestatie
tegenover?

Invloed AMO praktijken op de mate van digitalisering en invloed van ondernemingsstrategie.
Dit laatste onderdeel gaat over de relatie tussen de competenties, motivatie en kansen van
medewerkers en de mate van digitalisering. Daarnaast wordt er ook gekeken naar de invloed van
strategie op deze relatie.
70

Radboud University

Master Thesis, Strategic Management

Büsra Tarlaci

25. Wie is betrokken bij de uitvoering van de verschillende activiteiten met betrekking tot
digitalisering?
(wie is er verantwoordelijk en betrokken hierbij (HR, lijnmanager, directeur)
26. Met welke activiteiten wordt dit gerealiseerd?
(overleg, uitjes, gemeenschappelijk beslissingen, keuzebevoegdheid)
27. In welke mate speelt de strategie van het bedrijf een rol bij de verschillende activiteiten
(amo praktijken)?
(training en ontwikkeling, beloning,

Afsluiting
We zijn gekomen aan het einde van het interview. Heel erg bedankt voor uw medewerking. Het
interview wordt geheel anoniem verwerkt. Als u het wil kan ik u het transcript sturen. Ook zal ik u
mijn definitieve verslag naar u sturen. Nogmaals heel erg bedankt.
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E – Interview transcripts
The interview transcripts have been sent to the supervisor in separate documents.
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CRITERIA
ASSESSMENT
NOTES
(circle your choice)
1. Problem
formulation
I – S – G - VG

2. Theoretical
background

3. Methodology
(including research
ethics)

I – S – G - VG

I – S – G – VG

4. Analyses
I – S – G – VG

5. Discussion and
conclusions

6. Practical
implications,
reflection, and
recommendations
7. Style and structure

I – S – G – VG

I – S – G – VG

I – S – G – VG

8. Consistency
I – S – G – VG

9. Process
I – S – G – VG

10. Defense
I – S – G – VG

79

Büsra Tarlaci

Radboud University

Master Thesis, Strategic Management

Student handed in a signed Research Integrity Form.
The thesis is checked for plagiarism or fraud

Büsra Tarlaci

Yes / No
Yes / No

Motivation for final grade
……………………………………………………………………………………………………………………
……………………………………………………………………………………………………………………
……………………………………………………………………………………………………………………
……………………………………………………………………………………………………………………
……………………………………………………………………………………………………………………
……………………………………………………………………………………………………………………

Name of supervisor:

Tentative grade:

Name 2nd examiner:

Tentative grade:

I = insufficient; S = sufficient; G = good; VG = very good

80

final grade

