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Abstract: 

 
The general purpose of this study was to determine the level of factors influencing the performance of technology 
talents mobility in a hi-tech pharmaceutical enterprise in Anhui Province, China, during the Calendar Year 2022.  
The variables included in this study are age, sex, length of service, and average family monthly income. The level 

of factors influencing the performance of technology talent mobility is divided into three areas: customer 
orientation satisfaction, manufacturing capacity, and accessibility to the market. There were ninety-eight (98) 
respondents who were employees of the enterprise. Most respondents are older, male, have a shorter service 
length and have a lower average family monthly income. The level of factors influencing the performance of 

technology talents mobility in a hi-tech pharmaceutical enterprise is moderate in all areas composed of customer 
orientation satisfaction, manufacturing capacity, and accessibility to the market. Results revealed no significant 
difference in the level of factors influencing the performance of technology talents mobility in a hi-tech 
pharmaceutical enterprise in all areas when grouped and compared according to sex, length of service, and 
average family monthly income. However, a significant difference was revealed in customer orientation satisfaction 

and accessibility to the market when grouped according to age. 
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Introduction: 
 
Nature of the Problem 
 
High-tech enterprises rely heavily on advanced science and technology to drive innovation, create new products or 

services, and gain a competitive advantage in the marketplace. These enterprises are typically involved in research 
and development (R&D) activities and often strongly focus on intellectual property (IP) creation and management. 
They can be found in various industries, including information technology, biotechnology, nanotechnology, robotics, 
and renewable energy (Wang & Wang, 2020). 

 

According to Xue et al. (2019), a high-tech enterprise's success relies heavily on its employees' knowledge and 
skills. These companies must attract and retain top talent in their respective fields to maintain a competitive 
advantage. This means they must have an attractive work environment, provide ongoing training and professional 

development opportunities, and offer competitive compensation and benefits packages. High-tech enterprises also 
require significant financial resources to support their R&D activities and to bring new products or services to 
market. As a result, they often seek funding from venture capitalists or other investors willing to take risks in 
exchange for a potentially high return on investment. 
 

Kram and Hansen (2019) defined technology talent mobility as the movement of highly skilled employees with 
specialized expertise and knowledge between different roles, departments, projects, and locations within a high-
tech enterprise. Mobility is essential in high-tech enterprises as it enables employees to develop their skills, learn 
new technologies, gain exposure to different projects, and work with different teams, ultimately contributing to the 

organization’s overall success. 
 
With the increasing talent turnover rate in high-tech enterprises, this problem has attracted the researcher’s 
attention. With the globalization of the economy, the knowledge nation of society, and the networking of 
information, knowledge has become one of the most critical resources for enterprises. The key to utilizing, 

creating, and incrementing knowledge is realizing human resources as the carrier. Economic globalization has 
brought challenges to this hi-tech enterprise, requiring managers of the departments and human resource 
practitioners to think about the role and value increment of human resources in enterprises with a new global 
thinking mode and establish a new mode and process to cultivate global competitiveness. 

 
Current State of Knowledge 
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According to the World Economic Forum (2020), the demand for technology talents is influenced by various factors, 
including the industry's growth potential, technological advancements, and market trends. The need for talent 
varies across sectors, which affects their mobility, as they tend to move towards industries that offer better job 

opportunities and growth potential. As mentioned earlier, software developers are in high demand in the 
technology industry, encompassing companies providing technology products and services. The technology industry 
is highly innovative, and software developers play a critical role in developing software solutions that help 
companies operate more efficiently, enhance customer experiences, and drive innovation. As a result, software 

developers are more likely to be mobile and work in the technology sector, which offers better job opportunities 
and growth potential. 
 
Furthermore, technology talents with a broad range of skills and experience are also more mobile as they can 
quickly adapt to new roles and industries. For example, a software developer with experience in both web 

development and mobile application development can quickly switch between these roles or even transition to a 
different industry if there are better job opportunities. Technology talent with a specialized skillset and relevant 
experience are in high order, particularly in rapidly growing fields such as machine learning, artificial intelligence, 
cybersecurity, and cloud computing. These fields require specific expertise and experience, making technology 

talents with these skills and experience more mobile as they can easily find job opportunities in these areas (The 
European Commission, 2019). 
 
Wasserman (2021) states that a company’s culture is critical to mobility technology talents. Talents are likelier to 

work for companies with a strong culture aligning with their values and career goals. A company with a culture that 
fosters innovation, collaboration, and creativity is lovely to technology talents often seeking opportunities to work 
on cutting-edge projects. Moreover, a positive work-life balance is increasingly important to technology talents, 
especially younger skills who prioritize work-life balance more than previous generations. Employers that recognize 
the importance of work-life balance and offer flexible work arrangements, such as remote work options, are more 

likely to attract top talent. 
 
The study by Lee and Kim of the Singapore Economic Development Board (EDB) in 2019 aimed to identify the 
factors influencing the mobility of technology talents in Singapore. The study surveyed more than 1,500 technology 

professionals across various industries in Singapore. One of the study’s main findings was that salary was the most 
critical factor influencing the mobility of technology talents in Singapore. Respondents indicated they were more 
likely to consider job offers from other companies if offered a higher salary. Access to opportunities for career 
development was another important factor influencing the mobility of technology talents in Singapore. Respondents 
indicated they were likelier to stay with a company if it offered professional development and career advancement 

opportunities. 
 
Theoretical Underpinnings 
 

This study is anchored on the Social Exchange Theory, first proposed by George Homans (1958). It has since been 

developed and expanded by other scholars in social psychology and organizational behavior, such as Peter Blau, 
Richard Emerson, and Karen Cook. 
Social Exchange Theory is a social psychological theory that explains how individuals make decisions in social 

relationships based on the perceived costs and benefits of those relationships. It is based on the assumption that 
people are rational beings who try to maximize their rewards and minimize their costs in social interactions. 
According to Social Exchange Theory, individuals engage in social interactions based on expecting some benefit in 
return. These benefits may include material or immaterial rewards such as money, social status, recognition, or 
emotional support. At the same time, individuals also weigh the costs of engaging in social interactions, which may 

include time, effort, resources, or psychological stress. 
 
In the context of this study, technology talent mobility in a hi-tech enterprise, Social Exchange Theory suggests 
that employees are more likely to engage in mobility if they perceive that the benefits of mobility outweigh the 

costs. Benefits may include opportunities for career growth, skill development, and higher compensation, while 
costs may include relocation stress, cultural differences, and personal sacrifices. 
 
Social Exchange Theory also proposes that the quality of social relationships influences the willingness of 
individuals to engage in social exchanges. For instance, employees with solid relationships with their managers, 

colleagues, or mentors are more likely to engage in mobility because they feel more confident in their ability to 
navigate mobility challenges and have a higher expectation of receiving support and recognition from their social 
network. 
 

Overall, Social Exchange Theory provides a valuable framework for understanding the factors that influence the 
performance of technology talent mobility in a hi-tech enterprise by highlighting the importance of perceived costs 
and benefits and the quality of social relationships in motivating employees to engage in mobility. 
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Objectives 
 
This study aimed to determine the factors influencing the performance of technology talents mobility in a hi-tech 

pharmaceutical enterprise in Anhui Province, China, during the Calendar Year 2022. Specifically, this study sought 
answers to the following questions: 1) the profile of the respondents in terms of age, sex, length of service and 
average family monthly income; 2) the level of factors influencing the performance of technology talents mobility 
in a hi-tech pharmaceutical enterprise according to the area of customer orientation and satisfaction, 

manufacturing capacity and accessibility to the market; and 3) the significant difference in the level of factors 
influencing the performance of technology talents mobility in a hi-tech pharmaceutical enterprise when grouped 
and compared according to the aforementioned variables. 
 
Methodology: 

 
This section presents the discussion of the research methodology used, the subjects and respondents of the study, 
the research instruments used, the validity and reliability of the instruments, the procedure for data gathering, and 
the statistical tools and procedure for data analysis. 

 
Research Design 
 
This study sought to determine the factors influencing the performance of technology talent mobility in a hi-tech 

pharmaceutical enterprise in Anhui Province, China, for the Calendar Year 2022. Three areas were considered: 
customer orientation satisfaction, manufacturing capacity, and accessibility to the market. Considering the nature 
of the data involved, the descriptive research design was used in this study. According to Bryman and Bell (2019), 
descriptive research design consists in collecting and analyzing data through various methods, such as surveys, 
interviews, observations, and secondary data analysis. The data collected is then organized, summarized, and 

presented comprehensively and systematically. The research findings can be used to identify patterns, trends, and 
relationships within the data and to generate hypotheses for further research. 
 
This study focuses on an existing phenomenon, the factors influencing the performance of technology talents 

mobility in a hi-tech pharmaceutical enterprise. The researcher used the descriptive research design because it 
simply gathers detailed factual information and describes the phenomenon being studied. Such a type of research 
design is the most appropriate for this study. 
 
Study Respondents 

 
The respondents were 98 employees across various departments in the company. Purposive sampling was used to 
choose the respondents of the study. Purposive sampling is a non-probability sampling technique where the 
researcher selects a sample based on specific criteria or characteristics. In purposive sampling, the researcher 

chooses participants most likely to provide relevant and helpful information for the study (Creswell, 2013). 

 
Instruments 
 

The study used a self-made survey questionnaire containing two parts: Part I dealt with the profile of the 
respondents. The respondents filled up the questionnaire that determined the study’s four profile variables: age, 
sex, length of service, and average family monthly income. Part II contained topics that determine the level of 
factors influencing the performance of technology talents mobility in a hi-tech pharmaceutical enterprise. The study 
covers three areas: customer orientation satisfaction, manufacturing capacity, and accessibility to the market. 

There were seven (7) items in every area, making a total of twenty-one (21) items. The level of factors influencing 
the performance of technology talents mobility in a hi-tech pharmaceutical enterprise is categorized according to a 
5-part scale with the following categories:  5 (always) as the highest or “Very High Level,” 4 (often) “High Level,” 3 
(sometimes) “Moderate Level,” 2 (rarely) “Low Level” to 1 (almost never) as the lowest or “Very Low Level.” The 

research instrument was subjected to validity (4.48-good) and reliability (0.710-acceptable). All of them were 
interpreted as worthy and good; respectively. 
 
Data Gathering Procedure 
 

After establishing the validity and reliability of the instruments, the researcher wrote a letter to the management of 
the company asking permission to conduct the study and administer the questionnaire to the respondents. After 
approval was obtained, the researcher administered the questionnaire to the respondents and gave instructions on 
how to accomplish the questionnaire objectively and honestly. The questionnaire was sent through the company 

email, and the respondents answered it online. After answering, their responses were saved, retrieved, compiled, 
and tabulated. Using the proper statistical methods, the data acquired from the respondents' responses were tallied 
and tabulated. The raw data were translated into numerical ratings. This made tabular presentations, statistical 
derivations, and computer processing possible. The data were processed on a computer using the SPSS. 
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Data Analysis and Statistical Treatment 
 

Objective No. 1 used the descriptive-analytical scheme and frequency and percentage count to determine the 
respondent's profile in terms of age, sex, length of service, and average family monthly income. 
 
Objective No. 2 also used the descriptive-analytical scheme and mean to determine the factors influencing the 

performance of technology talent mobility in a hi-tech pharmaceutical enterprise in customer orientation 
satisfaction, manufacturing capacity, and accessibility to the market.  
Objective No. 3 used the comparative analytical scheme and Mann-Whitney U test to determine if there was a 
significant difference in the level of factors influencing the performance of technology talents mobility in a hi-tech 
pharmaceutical enterprise when grouped and compared according to the aforementioned variables. 

 
Ethical Consideration 
 
Respondents’ identities were kept secret or anonymous, and they were also guaranteed that self-identifying 

statements and information were not included. Anonymity and confidentiality are essential because they safeguard 
the privacy of persons who willingly consent to participate in research. The possible harm to the participants, the 
researcher, the larger community, and the institution was also considered in the study. The harm can be in the 
form of distress, shame, and worry, which are difficult to anticipate or manage, as well as bodily harm, resource 

loss, emotional harm, and reputation impairment. 
 
Results and Discussion 

 
This section deals with the presentation, analysis and interpretation of data gathered to carry out the objectives of 

this study. All these were made possible by following certain appropriate procedures so as to give the exact data 
and solution to each specific problem. 
 
Table 1 

Profile of Respondents 

Variables Categories Frequency Percentage 

Age 

Younger ( below 32 years old) 46 46.90 

Older ( 32 years old and above) 52 53.10 

Total 98 100 

Sex 

Male 61 62.20 

Female 37 37.80 

Total 98 100 

Length of Service 

Shorter ( less than 8 years) 67 68.4 

Longer ( 8 years and more) 31 31.6 

Total 98 100 

Average Family Monthly 
Income 

Lower ( below 11000 RMB) 60 61.20 

Higher( 11 000 RMB  and above) 38 38.80 

Total 98 100 

 

 Statistical data for the first objective of this study are shown in Table 1. The subjects of this study were 98 
employees of high-tech enterprises. Four variables were used to determine the profile: age, sex, monthly income, 
and years of service. As shown in Table 1, among the 100 respondents, 46 people aged 32 and below belong to the 
younger group, equivalent to 46.90% of the total population. There are 52 from the older group aged 32 and 
above, equal to 53.10% of the total population. According to the data provided, a few respondents were in the 

younger group, and most were in the older group. Regarding gender, 61 (62%) were male respondents, and 37 
(38%) were female. Regarding monthly income, 60 (61.20%) of the 100 interviewed employees belong to the low-
wage group, and 38 (38.80%) of the 100 interviewed employees belong to the senior group. Of the 100 
respondents, 67 (68.4 percent) had shorter service years of less than eight years, while the rest had longer service 

years of more than eight years or 31.6 percent of the population. The results of this study show that the company's 
employees are mainly middle-aged and elderly, the ratio of men to women is not balanced, and most of the 
employees have a shorter length of service. 
 
Table 2 
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Level of factors influencing the performance of technology talents mobility in a hi-tech pharmaceutical enterprise in 
the area of Customer Orientation 

Items Mean  Interpretation 

What is the level of factors influencing the performance of technology 
talents mobility in the following items:     
1.    The customers are well-oriented about the products or services. 2.66 Moderate Level 
2.    The customer’s level of satisfaction with the products or services 

is commendable. 
2.66 Moderate Level 

3.    The orientation is transparent and customer friendly. 2.68 Moderate Level 
4.    The customers can quickly grasp the items presented in the 
products or services. 

2.49 Low Level 

5.    The talents of hi-tech enterprises manifest a high level of 

professionalism. 
2.81 Moderate Level 

6.    The store outlets of these hi-tech enterprises are accessible to the 
customers. 

2.60 Moderate Level 

7.    These store outlets reserve a space for customers to express their 

complaints about the products or services. 
2.59 Moderate Level 

 Overall Mean 2.64 Moderate Level 

 
 Table 2 presents the factors influencing the performance of technology talents mobility in a hi-tech 

pharmaceutical enterprise according to Customer Orientation and Satisfaction. The overall mean score is 2.64, 
interpreted as a “moderate level.” 
 
The highest mean score in this area is 2.81, interpreted as a moderate level, in Item No. 5, which states, "The 
talents of the hi-tech enterprises manifest a high level of professionalism."  

 
The lowest mean score in this area is 2.49, interpreted as a low level, in Item No. 4, which states, "The customers 
can easily grasp the items being presented in the products or services.” 
 

This finding implies that customers may need help understanding or comprehending the products or services 
offered by the enterprise. This could be an issue related to the complexity of the products or services, how they are 
presented, or the need for more transparent communication about their features and benefits. If customers need 
help to understand what the enterprise offers, it could decrease customer satisfaction, lower sales, and ultimately 
affect its overall performance. Therefore, the enterprise needs to focus on improving customer orientation and 

communication to ensure that customers can easily understand and appreciate the value of their products or 
services. 
 
Table 3 

Level of factors influencing the performance of technology talents mobility in a hi-tech pharmaceutical enterprise in 
the area of Manufacturing Capacity 

Items Mean  Interpretation 

What is the level of factors influencing the performance of technology 

talents mobility in the following items:     
1.    These hi-tech enterprises have embraced the digitalization of their 
products. 

2.68 Moderate Level 

2.    The management has complete resources and expertise to run the 
company. 

2.76 Moderate Level 

3.    Its production machines are all state of the art. 2.35 Low Level 
4.    The company’s talents are sufficient to produce more products than 
its target. 

2.36 Low Level 

5.    The company sends its people for knowledge and skills upgrading. 2.60 Moderate Level 

6.    It has partnered with other companies with allied products. 2.77 Moderate Level 
7.    Repairs, maintenance, and replacement of production machines, 
engines, and tools are readily available or accessible. 

2.53 Moderate Level 

 Overall Mean 2.58 Moderate Level 

 

 Table 3 presents the factors influencing the performance of technology talents mobility in a hi-tech 
pharmaceutical enterprise according to the area manufacturing capacity. The overall mean score is 2.58, 
interpreted as a “moderate level.” 
 

The highest mean score in this area is 2.77, interpreted as a moderate level, in Item No. 6, which states, "It has 
partnered with other companies with allied products."  
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The lowest mean score in this area is 2.35, interpreted as a low level, in Item No. 4, which states, "Its production 
machines are all state of the art.” This implies that the enterprise may not utilize the latest and most advanced 
technology in its manufacturing processes. This could impact product quality, efficiency, and speed, affecting 

customer satisfaction and the enterprise's overall performance. Using outdated machines may also increase 
maintenance costs and reduce the enterprise's overall productivity, resulting in a potential market competitiveness 
loss. Customers may expect products made using the latest and most advanced technology. If the enterprise is not 
meeting these expectations, it could lose out to competitors who are. 

 
Therefore, it may be necessary for the enterprise to consider investing in state-of-the-art production machines to 
improve the quality and efficiency of its production processes. This would improve customer satisfaction and help 
the enterprise stay competitive. 
 

Table 4 
Level of factors influencing the performance of technology talents mobility in a hi-tech pharmaceutical enterprise in 
the area of Accessibility to the Market 

Items Mean  Interpretation 

What is the level of factors influencing the performance of technology 
talents mobility in the following items:     
1.    Outlets of the products or services are conveniently accessible. 2.58 Moderate Level 

2. Reachable in a short distance or time travel. 2.88 Moderate Level 

3.    Strategic in its geography or location. 2.90 Moderate Level 
4.    Several IEC materials or signages point the customers 
conveniently to its area. 

2.53 Moderate Level 

5.    There are good products available in the market. 2.77 Moderate Level 
6.    Several stores or outlets are seen everywhere. 2.66 Moderate Level 

7.    Purchasing these products/services will take a short time spent 
by the customers. 

2.65 Moderate Level 

 Overall Mean 2.71 Moderate Level 

 

 Table 4 presents the factors influencing the performance of technology talents mobility in a hi-tech 
pharmaceutical enterprise according to the area manufacturing capacity. The overall mean score is 2.58, 
interpreted as a “moderate level.” 
 
The highest mean score in this area is 2.90, interpreted as a moderate level, in Item No. 3, which states, "Strategic 

in its geography or location."  
 
The lowest mean score in this area is 2.53, interpreted as a moderate level, in Item No. 4, which states, “Several 
IEC materials or signage’s point the customers conveniently to its area.” This implies that the enterprise may not 

effectively communicate its location to potential customers. This lack of signage or clear communication could 
make it difficult for customers to find the enterprise's location, leading to a possible decrease in foot traffic and 
sales. A hi-tech pharmaceutical enterprise needs a visible and accessible place that is easy for customers to find. 
 

Therefore, it may be necessary for the enterprise to invest in clear and compelling IEC (Information, Education, 
and Communication) materials or signage’s that can help potential customers quickly locate the enterprise's area. 
By making it easier for customers to find the enterprise's location, it can increase foot traffic and improve sales, 
contributing to its overall performance in the market. 
 

Table 5 
Difference in the level of factors influencing the performance of technology talents mobility in a hi-tech 
pharmaceutical enterprise in the area of Customer Orientation when grouped and compared according to variables  

Variable Category N 
Mean 

Rank  

Mann 

Whitney U  
p-value 

Sig. 

level  
Interpretation 

Age 
Younger 46 55.78 

907.000 0.038 

0.05 

Significant 
Older 52 43.94 

Sex 
Male 61 50.78 

1050.500 0.563 Not Significant 
Female 37 47.39 

Length of 
Service 

Shorter 67 46.63 
846.500 0.138 Not Significant 

Longer 31 55.69 
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Average 
Family 
Monthly 

Income 

Lower 60 45.71 

912.500 0.094 Not Significant 
Higher 38 55.49 

 
 Table 5 shows the level difference of a high-tech pharmaceutical enterprise in the customer-oriented field 
after grouping and comparing the factors affecting the performance of technical talent flow. 

By the Mann-Whitney U test, the p-value in age was 0.038, the p-value in gender was 0.563, the p-value in family 
monthly income was 0.094, and the p-value in working years was 0.138, which were higher than the significant 
level of 0.05. The results showed no significant difference between the two groups. In this respect, the null 
hypothesis states that “there is a significant difference in the level of factors influencing the performance of 
technology talents mobility in a hi-tech pharmaceutical enterprise in the area customer orientation when grouped 

according to sex, length of service and average family monthly income,” is accepted.  
 
This finding suggests that all employees, regardless of gender, length of service, or average family monthly 
income, similarly perceive and value customer orientation. It implies that the enterprise has successfully created a 

uniform customer-oriented culture that is uniformly perceived and valued across different employee demographic 
groups. 
 

On the contrary, the p-value when grouped according to age is 0.038, which is less than the level of 0.05, 

indicating a significant difference. Therefore, the hypothesis is rejected. It means that different age groups within 
the enterprise perceive and value customer orientation differently. For instance, younger employees may have a 
diverse customer orientation perspective than older ones. The factors that younger employees prioritize may differ 
from those that more senior employees prioritize. These differences could be related to their life experiences, 
technological proficiency, and customer service expectations. 

 
This information can be helpful for the enterprise to tailor their customer orientation strategies to each age group, 
to meet their expectations and preferences. It may also indicate areas where the enterprise needs to improve its 
customer orientation practices to meet each age group’s needs better. 

 
Overall, the identification of significant differences in the level of factors influencing the performance of technology 
talents mobility in a hi-tech pharmaceutical enterprise in the area of Customer Orientation, when grouped and 
compared according to age, highlights the importance of understanding and catering to the different needs and 
expectations of various age groups within the enterprise. 

 
Table 6 
Difference in the level of factors influencing the performance of technology talents mobility in a hi-tech 
pharmaceutical enterprise in the area of Manufacturing Capacity when grouped and compared according to 

variables  

Variable Category N 
Mean 
Rank  

Mann 
Whitney U  

p-value 
Sig. 
level  

Interpretation 

Age 
Younger 46 55.12 

937.500 0.064 

0.05 

Not Significant 
Older 52 44.53 

Sex 
Male 61 50.95 

1040.000 0.513 Not Significant 
Female 37 47.11 

Length of 
Service 

Shorter 67 48.91 
999.000 0.761 Not Significant 

Longer 31 50.77 

Average 
Family 
Monthly 

Income 

Lower 60 49.68 

1129.500 0.938 Not Significant 
Higher 38 49.22 

 

 Table 6 describes the level difference of factors affecting the flow performance of technical personnel in a 
high-tech pharmaceutical enterprise in the field of manufacturing capacity after grouping variables. 
 

Mann Whitney U test was used, and the p-value of age was 0.064, gender was 0.513, length of service was 0.761, 
and family monthly income was 0.938, all of which were greater than the significance level of 0.05. The results 
showed no significant difference between the two groups. In this respect, the null hypothesis states that “there is 
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no significant difference in the level of factors influencing the performance of technology talents in a hi-tech 
pharmaceutical enterprise in the area manufacturing company when grouped and compared according to the 
aforementioned variables” is accepted. 

 
This finding suggests that all employees, regardless of their demographic characteristics, perceive and value 
Manufacturing Capacity similarly. It implies that the enterprise has successfully created a consistent Manufacturing 
Capacity strategy that is uniformly perceived and valued across different employee demographic groups. However, 

it is essential to note that these results are specific to the hi-tech pharmaceutical enterprise being studied and may 
need to be generalizable to other enterprises or industries. Other demographic variables, such as education level or 
job position, may also have significant differences in the factors influencing the performance of technology talents 
mobility in Manufacturing Capacity. 
 

Table 7 
Difference in the level of factors influencing the performance of technology talents mobility in a hi-tech 
pharmaceutical enterprise in the area of Accessibility to the Market when grouped and compared according to 
variables  

 

Variable Category N 
Mean 

Rank  

Mann 

Whitney U  
p-value 

Sig. 

level  
Interpretation 

Age 
Younger 46 42.17 

859.000 0.016 

0.05 

Significant 
Older 52 55.98 

Sex 
Male 61 49.21 

1111.000 0.897 Not Significant 
Female 37 49.97 

Length of 
Service 

Shorter 67 47.40 
898.000 0.279 Not Significant 

Longer 31 54.03 

Average 
Family 
Monthly 

Income 

Lower 60 52.74 

945.500 0.153 Not Significant 
Higher 38 44.38 

 
 Table 7 shows the level difference of factors affecting the flow performance of skilled personnel in a high-
tech pharmaceutical enterprise in market accessibility after grouping variables. 
 

Mann Whitney U test was used. In terms of gender, the p-value of gender was 0.897, the p-value of family 
monthly income was 0.153, and the p-value of working years was 0.279, higher than the significance level of 0.05. 

The results showed no significant difference between the two groups. Therefore, this hypothesis is accepted. It 
means that these demographic variables are not associated with differences in the perception and valuation of 

Accessibility to the Market within the enterprise. 
 
This finding suggests that all employees, regardless of their demographic characteristics, perceive and value 
Accessibility to the Market similarly. It implies that the enterprise has successfully created a consistent strategy for 
ensuring accessibility to the market that is uniformly perceived and valued across different employee demographic 

groups. 
 
On the contrary, the p-value of age is 0.016, less than the level of 0.05, indicating a significant difference. 
Therefore, the hypothesis is rejected. It means there are differences in the perception and valuation of Accessibility 

to the Market between male and female employees within the enterprise. 
 
This finding suggests that male and female employees have different perspectives or experiences regarding the 
enterprise's strategy for ensuring accessibility to the market. The enterprise needs to investigate and understand 

the reasons behind these differences and take appropriate actions to address them. For instance, the enterprise 
may need to conduct targeted training or provide specific resources to handle any differences in knowledge or 
experience related to accessibility to the market. Additionally, the enterprise may need to evaluate and modify its 
accessibility to the market strategy to ensure that it is inclusive and effective for all employees, regardless of 
gender. It is important to note that this finding is specific to the hi-tech pharmaceutical enterprise being studied 

and may not be generalizable to other enterprises or industries. 
 
Conclusions: 
 

Given the above findings, the following conclusions were drawn: 
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Customers need help understanding or grasping the items presented in the products or services. The language or 
terminology used to deliver the products or services may be too technical or complex, making it difficult for the 

customers to understand. Alternatively, there may be other issues with the presentation or communication of the 
products or services that must be addressed to improve customer satisfaction. It may be helpful to gather 
additional customer feedback to understand their specific issues better and develop targeted solutions to address 
these issues. 

The manufacturing capacity of the organization could be better, and customers have a low level of satisfaction with 
the organization's production machines. The organization may need help keeping up with the latest technological 
advancements or investing in modern equipment. 
 
The organization has a moderate level of accessibility to the market, but there is room for improvement. This could 

be due to the limited number of signage’s, their placement or visibility, or the effectiveness of their messaging. 
 
A significant difference suggests differences in customer preferences and expectations based on age, which can 
impact their satisfaction with the organization's customer orientation and accessibility to the market. 

No significant difference suggests that these factors do not differ significantly based on sex, length of service, or 
average family monthly income in this particular enterprise. However, it is essential to note that these findings are 
specific to this enterprise and may not apply to other industries or organizations. 
 

Recommendations 
 
In light of these findings and conclusions, the researcher at this moment offers the following recommendations: 
 
Simplify the language and terminology used in the presentation of products or services. Use more straightforward 

and easily understandable language and vocabulary familiar to the customers to avoid confusion or 
misunderstandings. 
 
The enterprise can provide clear explanations and descriptions of the products or services. Provide detailed and 

precise answers to the products or services, highlighting their features and benefits to help customers understand 
them better. Also, they can provide visual aids and examples. Use visual aids such as diagrams, charts, and images 
to help customers visualize the products or services better. Providing examples of how the products or services can 
be used can also be helpful.  
 

Train staff on effective communication and customer service. Ensure staff members are trained on effective 
communication and customer service skills to improve customer interactions and address their concerns or 
questions. 
 

Seek feedback from customers. Regularly seek feedback from customers to gain a better understanding of their 

needs and expectations. This feedback can be used to improve the presentation and communication of products or 
services and identify other areas for improvement. 
 

Conduct a thorough review of the production machines. The organization should review the production machines to 
identify inefficiencies or outdated equipment. This will help to determine the areas that need improvement and the 
devices that need to be replaced. 
 
Invest in new technology. The organization should invest in contemporary and modern production machines that 

are state-of-the-art. This will help to improve the efficiency and effectiveness of the manufacturing process. 
Train employees on the use of new technology. The organization should train employees on using the latest 
technology and equipment to operate and maintain the machines effectively. 
 

Regular maintenance and repair. The organization should implement a regular maintenance and repair schedule for 
the production machines to ensure they operate efficiently and effectively. 
 
Increase the number of signages. The organization can increase the number of IEC materials or signages in the 
surrounding areas to improve visibility and awareness. This can help to direct customers to the organization's 

location conveniently. 
 
Improve the effectiveness of signages. The organization can evaluate the effectiveness of the existing IEC 
materials or signages and make changes as necessary. The signage's messaging, placement, and visibility can be 

optimized to ensure customers can quickly locate the organization's area. 
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Utilize multiple channels for promotion. The organization can utilize multiple channels for promoting its location, 
including social media, local directories, and other digital and non-digital platforms. This can help to increase the 
organization's visibility and accessibility to potential customers. 

 
Tailor customer service to different age groups. Based on the results, the organization can tailor its customer 
service to other age groups. This can involve training employees to communicate and interact differently with 
customers of different ages based on their preferences and expectations. 

 
These results can inform the organization's policies and practices related to talent mobility and promote a more 
inclusive and equitable workplace. By recognizing that these factors do not differ significantly based on sex, length 
of service, or average family monthly income, the organization can focus on creating an environment that 
promotes merit-based opportunities for career advancement and talent mobility. 

 
Additionally, this information can be used to promote transparency and fairness in the organization's hiring and 
promotion practices. By clarifying that these factors do not influence performance, the organization can 
demonstrate its commitment to providing equal opportunities to all employees regardless of sex, length of service, 

or average family monthly income. 
 
The organization can improve its manufacturing capacity by implementing these recommendations, leading to 
higher customer satisfaction, increased sales, and improved profitability. Additionally, by investing in modern 

equipment and maintaining it regularly, the organization can remain competitive in the industry and stay ahead of 
its competitors. 
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