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Introduction
This is a case study research paper mainly focusing on the evaluation of management effectiveness on a special strategic management project of one of the largest food manufacturing companies in Hong Kong.  By applying the “Heart-Head-Hand” (3-H) driven strategy-structure-system-skill dimensions approach (Yu, 2019) for the project, it is expected to show and justify the reasons of the project success or failure and the extent to which how these 3 dimensions inter-support and affect each other.  Furthermore, the 3-H approach will also be used and put into different elements or “domains” of the project management evaluation criteria suggested and presented by Cooke-Davies and Arzymanow (2003, p. 474) to examine the existence of 3-H factors in the project and how important each of them was from the perspective of project management.  Through the studying and analysis of those key findings as well as implications generated, it is expected that this study can finally inspire and provide some guidance and advices to HRM, entrepreneurs, business decision-makers and other relevant stakeholders how to manage the business project effectively and efficiently from the top level of staffs to the execution level of employees by the 3-H dimensions approach.

Company Background
Because of the consideration of confidentiality about the figures and information used to show the performance effectiveness of the project management, the name of the company will not be disclosed in this paper and instead, “Company A” will be used as the name of the company in this paper.        
Company A is one of the largest food manufacturing companies in Hong Kong which was established in 1908 in China specialised in producing Chinese cooking sauces at the time.  In 1940s, the whole company moved to Hong Kong and situated in the district of Kowloon Bay while in 1987, the company stepped further and moved its head office into Tai Po Industrial Estate and then set up a new Chinese cooking sauce factory over there.  In between 1993 to 1994, Company A built up another factory in China to produce frozen Chinese dim sum while at the same time, also started using its own brand to supply and sell frozen Chinese dim sum products in Hong Kong.  Since then, the company gained the competitive advantages by this due to relative lower production cost in China including labour cost, raw material cost, maintenance cost, operational cost, etc.  Besides, since frozen dim sum production used to be high labour-intensive model and involve a lot of traditional know-how and techniques from labours, production based in China led the company taking more advantages from the flexible production arrangement because of accessing and hiring those specialists more easily.  As a result, Company A has been maintaining the market leader in both Chinese cooking sauce market and frozen Chinese dim sum market in Hong Kong as well as overseas for over two decades.  In 2006, Company A was finally acquired by one of the largest conglomerated food company group from Japan and became wholly owned subsidiary of the group and hence, Japanese culture started implanting into the style of management in the company.  Because of the sufficient technological and resources support, as well as adequate experience on production, product research and development, and human resources development from Japanese head office, Company A soon fostered its leader position in both Chinese cooking sauce and frozen Chinese dim sum markets a few years after the acquisition.  Table 1 (Appendix 1), which was the Extract of Company A’s Internal Sales Commentary Report (2019, p. 13), presented the net sales figures as well as gross profit percentages Company A achieved solely from selling frozen dim sum products from 2008 (two years after the acquisition) to 2019 in Hong Kong and Macau market.  From the table, it showed that both markets were in increasing trends in terms of net sales value from altogether around HK$25 million in year 2008 – 2009 to around HK$33 million in year 2012 – 2013 which was increased by 32% in fact.  After all, the main reasons for that satisfactory positive growth could be the result from “attentive to every detail” management style as well as the autocratic-tendency leadership philosophy cultivated through Japanese traditional culture which guaranteed consistency and high quality of products being developed, produced and supplied into the market.     
After acquisition, Japanese head office firstly introduced a new concept of management and rephrased the “Vision” of the company as “Enjoy Quality Food Brings Perfect Smiles” (Company A, 2019, p. 2).  The purpose of this was trying to deliver a signal to the public that Company A was not the one which only focused on business by producing and supplying good quality of food into the market but also concerned how its products could benefit and bring happiness to those related stakeholders and people including consumers, suppliers, top management, as well as employees in the company.  Apart from this, the head office also revised the “Mission Statement” of the company as below (Company A, 2019, p. 2):
“We are passionate about bringing enjoyment to our global customers by creating the most delicious and reliable food products that continuously meet their changing needs. We achieve this through a highly collaborative and efficient team, and a commitment to develop our people to the best of their abilities”
Both mentioned above indicated that even though the Japanese traditional culture should be the main focus in running the company, but the “human factor” including feeling, care, engagement, competence, etc. of people should also be considered as core value in decision-making process.  This direction could also be further proved and supported by the contents in both “Culture Value” as well as “Corporate Culture Commitments” of the company.  Figure 1 (Appendix 2) graphically summarised the “Culture Value” of Company A in three dimensions: “Passion for Excellence”, “Passion for People” & “Passion for Society” (Company A, 2019, p. 3) while in Figure 2 (Appendix 3), it also presented eight “Corporate Culture Commitments” as below which all focused on “Human-oriented” perspective (Company A, 2019, p. 4):
1)	Glad to take up social responsibility
2)	Good working environment is the key to success
3)	Trust and respect, bringing confidence and passion
4)	Encourage employees to have a healthy and balanced life
5)	Advocate harmonious relations
6)	Keep the brand up-to-date, value the career opportunity of employees
7)	Frank communication to build trust
8)	Encourage the creativity of employees and opt for quality
For this part, it will be further elaborated later in this paper again by the 3-H dimensions approach. 



Project Background & Problem Identification 
However, the above favourable situation started changing since the beginning of 2012 which forced Company A to face a big challenge and consider to move and relocate its frozen Chinese dim sum factory from China to Hong Kong at that time.  One of the reasons for that situation change was owing to geographic re-development policies, which China government imposed, changed due to economic growth.  Besides, economic growth in China also led the operational and production cost in China kept increasing which jeopardised further the competitive advantages in production that Company A enjoying all these years.  What’s more, the potential growth in both Hong Kong and overseas markets resulted from the change of demand from consumers (e.g. From only concerning about high and good quality of food to also considering more additional benefits like “ready to serve and cook” or even need to be “ready to eat”) also required Company A to set up a more controllable production model with higher need of agile management.  Furthermore, the demanding trend for higher food safety and quality assurance image associated from “Hong Kong made” verse “China made” in consumers’ minds also led Company A to strategically think about the relocation of its frozen Chinese dim sum factory from China to Hong Kong.  As a result, Company A set up a cross-departmental committee including different departments like Sales and Marketing, Production Planning & Production (PPC), Engineering, Human Resources & Development, Procurement, Quality Assurance & Control and Finance in order to get prepared and execute this factory relocation project efficiently and effectively.  The said project was kicked off at the beginning of 2012 and the factory was physically moved back to Hong Kong through stage by stage basic during 2013 with the initiative and leading by Engineering Department.  Figure 3 (Appendix 4), which was the Gantt Chat extracted from Company A’s Internal Project Management Minutes (2012, p. 6), showed the planned and scheduled timeline of the project. 
Unfortunately, the performances of the project were not satisfactory as expected while some of the “Key Performance Index” (KPI) set by the committee for measuring the results also could not be achieved.  From the Table 1 (Appendix 1), it showed that the net sales performance for Hong Kong market in 2013 – 2014 year was dramatically dropped by 39% in comparing with the one in 2012 – 2013 year while in 2014 – 2015 year, the result was further dropped by 39% again.  For Macau market, the net sales performance was also dropped by 42% in comparing with the one in 2012 – 2013 year (percentage dropped even more than the one of Hong Kong market) while in 2014 – 2015 year, the result was also further dropped by 22%.  When in terms of Gross Profit % (GP%), the one of Hong Kong market in 2015 – 2016 year compared with the one in 2014 – 2015 year was dropped by 15% while for the Macau market one, it was dropped by 14%, too.  Main reason for that GP% decreased was Company A tried to execute some contingency plans and remedial actions which involved some extra costs in order to improve the performances as well as chase the sales back on track again.  
Based on the secondary information obtained from some internal document of the project, my observations and experiences in the project committee, as well as some interviews conducted with relevant departments involved in the project, the management effectiveness of the project will be justified in this paper with reference to the evaluation criteria presented by Cooke-Davies and Arzymanow (2003, p. 474) and the factors of 3-H dimensions approach (Yu, 2019).  Why the project was failure finally?  Why some of the KPIs could not be achieved? What 3-H factors and evaluating criteria were missed out or could not be performed well during the planning as well as executing of the project?  What contingency plans and remedial actions were taken and implemented by the company in order to improve the performances as well as chase the sales back on track again?  How the company managed and adjusted after the problems recognised in order to balance back the 3-H factors (e.g. motivation, leadership, communication, company culture, training, etc.) with the project management evaluation criteria to turn the project from failure to success again?  This paper is going to study all these questions and conclude that whether the gap between the planning and execution in this project management can finally be filled up.  Most importantly, it also tries to find out what critical factors of Cooke-Davies and Arzymanow’s evaluation criteria as well as Yu’s 3-H factors (in terms of “Heart”, “Head” and “Hand” perspectives) needed to be sustained in order to manage the project successfully and achieve the goal eventually.     
   
Literature Review
Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria 
From the article of Cooke-Davies and Arzymanow (2003, pp. 471-478), a research was conducted to investigate the topic of project management across six industries in order to determine the important evaluation criteria for justifying whether a particular project was managed successfully and finally concluded that ten significant “domains” should be identified for evaluation: Project Culture, Organisational Leadership, Business Culture, Multi-project Management, Project Management (PM) Structure, Methods and Systems, Degree of Authorisation, Location of Information, Matching Team to Project, Capability of Project Management Staff and Strength of Project vs Functional Management (Cooke-Davies and Arzymanow,  2003, pp. 474-475).
Project Culture referred to the extent to which how the culture pervasiveness of the project could be in the organisation while the project running.  It also referred to whether the team members in the project identified themselves for the project and how dept in terms of working level that people in the company involved into the project.  The better of the above-mentioned situations when project executing were, the higher chance of the project could be managed successfully.
Organisational Leadership referred to the extent to which how committed of the upper management to the execution of the project was and how high of the level of their understandings on the capability of developing the project as well as on the delivery of any project improvements when necessary.  It was expected that if both levels of understanding and commitment of the upper management were high in project development, the supports gained from the upper level of management on any adjustment and improvement of the project when necessary for better performance would also be high.  
Business Culture referred to the extent to which how well of the business goals and objectives of the projects were being informed and focused in the sense that all strategic as well as governance decision-makings of the project by the project team would be based on and directed from them.  The better of the understanding about the goal and objectives needed to be achieved, the higher chance of the project could be managed successfully.
Multi-project Management referred to the prioritising among various projects and how well they could be strategically ranked based on the micro as well as macro business environments that the organisation facing.  It also referred to how well of the resources being allocated to demonstrate these strategic priorities at the beginning of the project as well as during when some changing situations needed to be reacted.  It was expected that the higher flexibility of resources allocation could be applied by the organisation in the project in order to reflect any change in the circumstance, the higher chance of the project could be managed successfully.
Project Management (PM) Structure, Methods and Systems referred to the strategic integration of all these three elements of PM when the project was being planned and during when it was being implemented.  It also referred to the readiness of the company for the project by the supports of different functional departments in terms of structural and system setup, as well as know-how of the project execution.  Project could only be managed smoothly and successfully when all these three elements were well geared up.
Degree of Authorisation referred to the necessary empowerment for the project team in order to manage the project efficiently and effectively.  The level or degree of empowerment was subject to different leadership style of the upper management which was critical in any decision-makings and periodical revision of the project.
Location of Information referred to the extent to which how well of the information including planning and project deliverables was being centralised in the project in order to oversee, control and review the performance and effectiveness of the project management.       
Matching Team to Project referred to the extent to which how well of the company could be to identify different stages and types of the project in order to select appropriate team to execute, develop and review the project with resources given and provided.  This was especially important during when the project team needed to deal with some high complexity projects in which many stages or phases of project involved as well as many technical knowledges needed to be applied. 
Capability of Project Management (PM) Staff referred to the competency of the project team for performing the project and how well they could deliver the desired results and achieve the pre-set objectives within the specific timeline.  It also referred to the specific technical know-how that the project team should have in order to identify any change of the project when it was needed and find any possible ways to improve the performance of the project eventually.
Strength of Project vs Functional Management referred to the strength of matrix to present what extent were people and other monetary resources allocated to and managed by the project.
All these evaluation criteria will be matched with Yu’s 3-H factors in this paper in order to examine their inter-relationships and how they can affect the performance of project management.  

Yu’s “Heart-Head-Hand” (3-H) Driven Dimensions Approach 
From the lecture notes presented on seminar day 1 by Yu in the module of “Visions for the Future: Theoretical Perspectives on Management” (2019), a “Heart-Head-Hand’ (3-H) Dimensions Approach was introduced.  The 3-H framework was “a methodology for managing organisational-wide issues in a holistic way” by applying “metaphoric expressions of Heart, Head and Hand” (Yu, 2019, p. 19) which represented three important dimensions including People (about feeling with the appeal “want to do”), Organisation (about strategic thinking with the appeal “ought to do”) and Competence (about doing with the appeal “how to do”) (Yu, 2019, p. 25).  The essence of the model was by balancing these 3-H factors involved, a holistic solution could be found so that the issue could be managed effectively and efficiently.  According to the notes, “Heart” was a central role to the 3-H framework and was also considered as most challenging part to deal with among three dimensions since involving the change of attitudes and behaviours of people in the organisation, which should be supported by top management, as well as other two dimensions (“Head” and “Hand”) in order to manage successfully.  By theory, “Heart” included the aspects of motivation, leadership, management of change, culture of organisations, communication, etc. and in this paper, the Vroom’s VIE Expectancy Theory, three different leadership styles including Situational Leadership, Transactional Leadership and Transformational Leadership, as well as the “Heart-to-Heart” Communication Strategy will be discussed with reference to Cooke-Davies and Arzymanow’s PM Evaluation Criteria.

Vroom’s VIE Expectancy Theory
Vroom’s VIE Expectancy Theory was “a process theory of motivation” which could be divided into three motivation factors: Effort-performance (E-P) Expectancy (illustrated by “E”), Performance-outcome (P-O) Expectancy (illustrated by “I”) and Valence (Sloof and Van Praag, 2008, p. 800).  E-P (E) Expectancy referred to “the individual’s perception that effort was positively correlated with performance” and the higher of E-P was, the more of the employee would be motivated.  P-O (I) Expectancy referred to “as instrumentality” which focus on “a person’s expectation that the remuneration was closely tied to the level of performance” and the higher of P-O was, the more of the employee would be motivated.  Valence referred to “a measure of the degree to which an individual valued a particular reward” and the higher of this factor was, the more of the employee would be motivated (Sloof and Van Praag, 2008, p. 800).  The above-mentioned relationships between different factors could be summarised as the equation like Motivation Force (MF) = E x I x V (Sloof and Van Praag, 2008, p. 801).  While motivating people in the organisation, leaders should notice that the work assigned to their followers should contain some reasonably challenges aligning with those followers’ self-confidence, abilities, skill sets, education level and training experience.  Besides, leaders should also acknowledge and respect any follower’s significant differences in terms of self-esteem and self-confidence, as well as attractiveness of outcomes and communicated clear enough that what kind of outcomes would be considered as acceptable performance of the followers and what kind of results would not be.  What’s more, leaders should be honest themselves and also need to make sure that fairness could be applied in a predictable manner on the followers and the personal goals of their followers should be aligned with organisation one.  From the followers’ perspective, they should trust their leaders’ capabilities to deliver what both parties agreed and promised (Isaac, Zerbe and Pitt, 2001, pp. 217-219).

Three Different Leadership Styles: Situational Leadership, Transactional Leadership and Transformational Leadership
Situational Leadership style suggested that in order to lead followers effectively, leaders should understand the situations rationally and response them appropriately.  Besides, they should also address and acknowledge the maturity level of their followers.  There were two types of situational leaders: Task-oriented and People-oriented.  Task-oriented one mainly paid attention to the task accomplishment through role defining, providing crystal-clear instructions, as well as establishing organisational structure and formal communication channels for their followers.  People-oriented one, on the other hand, mainly focused on the concerns of followers and tried to eliminate any possibility of emotional conflict happened in order to maintain harmonious relationship between each other and promote equal participation (McCleskey, 2014, p. 118).  According to the article of Luo and Liu (2014, p. 1726), Situational Leadership could also be divided into four styles in terms of task and relationship too: “S1” referred to “Directing” style (high task/low relationship) in which followers were closely monitored and directed by the leaders; “S2” referred to “Coaching” style (high task/high relationship) in which leaders were acting as coach in order to seek any ideas and suggestions from their followers; “S3” referred to “Participating” style (low task/high relationship) in which leaders mainly focused on providing supports to their followers and “S4” referred to “Empowerment” style (low task/low relationship) in which leaders would only involve in making decisions and providing any solutions for problems with minimum amount of supervisions and supports.  After all, the essence of Situational Leadership was focusing on “leaders’ behaviours” as well as “followers’ readiness” in the sense that how these four styles of Situational Leadership could be matched with different types of followers in order to reflect their ultimate leadership effectiveness (Luo and Liu, 2014, p. 1727).
Another type of leadership style was called Transactional Leadership style which was actually “a mutual exchange process based on the performance of promissory obligations, typified by goal setting, supervisory control, and output control” (Si and Wei, 2012, p. 301).  Transactional Leadership style normally tried not to commit to any longitudinal relationship with their followers but rather mainly focused on followers’ performances in daily management processes with clear strategic and structural set up so as to achieve the objectives easier or adjust and correct their followers’ actions when necessary (Marques, 2015, p. 1314).  As such, relationships between leaders and followers were likely based on “a series of exchanges or implicit bargains” in the process (Den Hartog, Van Muijen and Koopman, 1997, p. 20).  Transactional Leadership style could be also divided into three styles including “Contingent Rewards”, which was a style mainly focused on providing “material and mental rewards” once the followers finished what they promised and required to do; “Active Management by Exception”, which was a style in which leaders supervised their followers actively by providing positive guidance with the intentions to avoid any mistakes happened and “Passive Management by Exception”, which was a style in which leaders only stepped in the situation after their followers made some mistakes or did somethings that were against what agreed and required to do (Si and Wei, 2012, p. 301).  For clarifying expectations as well as providing feedback about how to achieve them, Transactional Leadership might also stimulate less innovative thinking and behaviours from their followers (Pieterse et al., 2010, p. 611).  Gross in his article also mentioned that Transactional Leadership mainly correlated with short-term performance achievement through internal orientation as well as improvement initiatives (Gross, 2016, p. 25).             
With the base of Transactional Leadership, some researchers built up another leadership style called Transformational Leadership.  Transformational Leadership could be defined as “one who raises the followers’ level of consciousness about the importance and value of desired outcomes and the methods of reaching those outcomes” (McCleskey, 2014, p. 120).  As a transformational leader, they tended to persuade their followers to sacrifice their own self-interests in order to achieve the organisational ones by escalating their lower level or even basic needs to higher level one such as self-achievement or self-actualisation (McCleskey, 2014, p. 120).  Based on the article of Marques (2015, p. 1314), Transformational Leadership focused on using influence strategies as well as techniques to empower subordinates so as to improve their performances and align their values, norms and attitudes to the ones of leaders and organisations.  In order to do this, transformational leaders needed to establish close relationships with their subordinates at the level of trust, loyalty as well as mutual respect and hence, subordinates normally were more willing to dedicate to their work more than they asked for.  As such, Transformational Leadership allowed the leaders to deal with some contemporary performances constantly as well as organisational changes by sharing the need and the vision of change with the subordinates together, establishing a role model during the change process, clarifying goals again whenever necessary and collaborating as well as providing support to intellectually stimulate the subordinates to become more creative and innovative to face any difficulties and challenges (Marques, 2015, p. 1314).  There were four types of leadership style in Transformational Leadership: “Idealised Influence” referred to the degree to which leaders tried to act in an admirable ways with the intention to let their followers to identified with them through the ways like displaying conviction, taking stands or engaging their followers at emotional level; “Inspirational Motivation” referred to the degree to which leaders expressed clearly about the vision and future goal attainment in order to inspire their followers, challenged and communicated them with higher standards, as well as provided much more fruitful meaning of the task on the followers’ hand; “Intellectual Stimulation” referred to the degree to which leaders criticised assumptions, welcomed and consolidated ideas of the followers, as well as stimulated and promoted creativity during discussion with risk-taking together with the followers; “Individualised Consideration” referred to the degree to which leaders addressed on and listened to each follower’s needs and concerns and tried to act as a mentor or coach to them (Judge and Piccolo, 2004, p. 755).                       

“Heart-to-Heart” Communication Strategy
“Heart-to-Heart” Communication Strategy was an all-rounded communication model advocated by Yu (Yu, 2019).  Base on the lecture notes of Yu, “Heart-to-Heart” Communication Strategy was the one to “manage important corporate communication with an aim to achieve a congruence of hearts and minds between the sender and receiver” (Yu, 2019, p. 39).  In order to do this, all messages incurred should be well-planned and designed, as well as sent out with the intention to pass through the “filters” of receivers without any unclear, distortion, misleading and misunderstanding.  As such, the senders of any message in the organisation, no matter they were on the top management level or in the middle or even at the bottom frontline level, should consider the overall condition of the receivers for the messages received before the message sent out (i.e. who, when and how the message would be interpreted, the background of the receivers like education level, department, working experience, expertise fields when encoding any specific and professional knowledge, etc.).

According to the lecture notes of Yu, “Head” referred to the “mind” or the strategic thinking from those business planning executives who involved in company strategic planning, organising, decision-making and control process.  This strategic management process started with analysing and understanding the organisation’s current micro situation and performance like its vision, mission, business objectives and strategies, as well as competitive advantages sustained at that moment in order to answer a question: where are the company right now?  Then several analyses such as environmental, industry & market and company itself would also be conducted in order to find out where should the company go further.  By comparing the first two stage of process, a “strategic gap” should be capable to be identified for the company and hence, a new sustainable comparative advantage may be capable to address and figure out.  Once it could be, business planning executives should think about how to lead the company to get there and achieve it (execution and implementation).  Finally, business planning executives should also get ready to listen and pay attention to any feedback they might receive anytime during the process.  One of the models related to “Head” and would be briefly discussed in this paper was 5 -Force Model.  

Porter’s 5-Force Model
According to the articles of Porter, there were five competitive forces affecting the company in its market: “Threat of New Entry” depended on barriers to entry causing by Supply-side Economies of Scale, Demand-side Benefits of Scale, Customer Switching Costs, Capital Requirements, Incumbency Advantages Independent of Size, Unequal Access to Distribution Channels and Restrictive Government Policy; “Bargaining Power of Suppliers” referred to the powerfulness of the suppliers which depended on Supplier Switching Costs, Differentiation of Suppliers’ Products, Availability of Substitutes for Suppliers’ Products, Degree of Integration into the Industry and Degree of Reliance of Suppliers from the Industry; “Bargaining Power of Customers” referred to the powerfulness of customers which depended on Purchasing in Volumes, Standardisation or Undifferentiation of Products, Buyer Switching Costs and Degree of Integration; “Threat of Substitutes” focused on Cross-industry Substitution Effect on form, type and nature of product or service (e.g. Fast speed train verse airline service); “Rivalry Among Existing Competitors” referred to discounting  price, introduction of new products, advertising campaigns, service wars, etc. in which the degree of competition depended on Size and Power among Competitors, Pace of Industrial Growth, Barriers of Market Exit, Commitment of Rivals to the Business (Porter, 2007, pp. 2-8).  Besides, the company also affected by some other forces including “Industry Growth Rate”, “Government” in terms of policies formation, change and implementation, “Technology and Innovation” (Porter, 2007, pp. 8-9).   

According to the lecture notes of Yu, “Hand” referred to the competency and policy implementing skills of operatives, technicians, workers and typically work at frontline equipped with occupational skills such as selling, marketing, accounting, processing, IT, production operation or even problem-solving skills (Yu, 2019, p. 84).  It was crystal clear that even with heartily excellent and committed strategic plan, if lack of those accomplishing skills, the objective was no way to be achieved.

As mentioned before, in order to analyse the effectiveness of the project management, all these Yu’s 3-H factors will be matched with Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria in this paper in order to examine their inter-relationships and how they can affect the performance of project management.  It can be summarised and illustrated in Table 2 (Appendix 5).  

Research Questions  
By studying the relationships between all these Yu’s 3-H factors and Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria, some questions will be formulated and needed to answer in this research in order to justify the effectiveness of the project management: 
1)	Had the “Human-oriented” culture values been applied and demonstrated all the way through in the process of factory relocation project such that employees were being motivated by this? (Heart-related) 
2)	Did the upper level of management commit into and actively lead the factory relocation project (i.e. authorisation and delegation were performing well in the process while the lower level of employees were also inspired by their leaders) in order to achieve the objective? (Heart-related)
3)	Were the vision, mission and objective of the factory relocation project mutually communicated in both directions (sending message and getting feedback) between upper level and lower level of employees involved in the project? (Heart-oriented)
4)	Did the upper level of management prioritise well for the factory relocation project such that all resources allocated, structure and system set up, as well as information obtained were ready for the project management? (Head-Hand-oriented) 
5)	Did the upper level of management understand the competence of the team to the factory relocation project in order to match them to different stages of the project? (Hand-oriented)

Methodology
In order to investigate the effectiveness of the project, the case study research method was used in this paper which referred to “an empirical inquiry that investigate a contemporary phenomenon within its real-life context; when the boundaries between phenomenon and context were not clearly evident; and in which multiple sources of evidence were used” (Zainal, 2007, p. 2).  For the criterion of the validity of the research, a triangulation data collection method was recommended to be used including participant observation, document analysis, surveys, questionnaires, experiment as well as interviews (Dooley, 2002, p. 338).  Owing to this, apart from the data and information obtained from some internal document of Company A (secondary information) and my observation as one of the members in the committee, some assistant interviews were arranged with Production Planning & Production (PPC), Sales and Marketing, Engineering and Human Resources & Development department in which non-leading and open-ended questions with simple language were asked in order to get as much information and feedback as we could so as to justify the effectiveness of the project.  For sampling, since the target population of my study in this paper was those employees involved in the factory relocation project, so one of the non-probability sampling methods, Purposive Sampling, was used in the study.  Purposive Sampling actually is a judgement sampling in which sample is confined to specific types of people who can provide the desired information because they conform to some criteria set by the researcher, which is in this paper, those involved in the factory relocation project management of Company A.  This method could also be considered as one of the most effective and efficiency data collection methods in terms of representativeness, accessibility and low cost to reach the target population of the study in this case study research paper.         

Findings & Discussions
Figure 4 (Appendix 6) is the diagram summarised the management effectiveness of Company A on the factory relocation project which showed that Company A was located in the overlap area of case 4, case 2 as well as a small part of case 1 (the optimal case).  As mentioned earlier, the performances of the project were not satisfactory as expected while some of the “Key Performance Index” (KPI) set by the committee for measuring the results also could not be achieved.  According to the answers and feedbacks obtained from interviews with four departments, the causes of unsatisfactory results could be summarised through answering each research question as below:

For Question 1 – Insufficient Demonstration of Culture Value and Motivation
Most of the interviewees feedbacked that the “Human-oriented” culture value had not demonstrated and reflected clearly and explicitly in the project.  Even though they all knew about what was about the mission and “Human-oriented” culture value of Company A, but it seemed they were somehow just like a “slogan” and had not been applied and taken in action in the project.  One of the example was middle management and frontline staff didn’t frankly reflected their incompetency on controlling and maintaining normal functions of all machineries after moving back to Hong Kong factory (even they had conducted various rehearsals of different situations many time before moving back) which led the productivity level kept maintaining at relatively and unexpected low level and hence, negatively affected the sales and brand image due to insufficient products to sell.  This behaviour somehow reflected the distrust between the upper management and other levels of employee and middle level as well as frontline employees didn’t feel or aware in the project that they were being trusted and cared by the upper level of management.           
Besides, middle level and frontline employees also had not been motivated much about the achievement of the project.  According to the Vroom’s VIE Expectancy Theory, one of the successful factors that followers could be well motivated when the expected outcomes were attractive enough and also communicated clear enough that what kind of outcomes considering as acceptable performance of the followers and what kind of results would not be.  At this point, the upper management of Company A didn’t execute well on this.
The above-mentioned two situations reflected that the upper management of Company A didn’t perform sufficient enough in point 1 and point 3 of Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria (Table 2 in Appendix 5) as well as “Heart” factors of Yu’s 3-H Dimensions Approach.

For Question 2 – Changing Need of Leadership Style
According to the comments from the interviewees, the leadership style that the upper level of management performed in the factory relocation project was similar to the Situational Leadership style, which was Task-oriented focusing on task accomplishment through providing crystal-clear instructions and establishing formal communication channels for their followers.  Besides, they also acted like between “S1” Directing style (high task/low relationship) and “S4” Empowerment” style (low task/low relationship).  Therefore, from the perspectives of authorisation and delegation as well as commitment of the project, the upper management of Company A did well in the project.  But due to the complexity and uncertainty of the factory relocation project, Situational one may not be good enough to handle any sudden or contingency situations like production delay after relocating back because of accidents incurred or ongoing fine tuning and adjustment of machinery, etc.  Besides, middle level and frontline employees also commented that they didn’t feel and aware the encouragement and inspiration for any creative and innovative thinking of solutions in all these contingency situations.  As such, a new and adjusted leadership style should be applied in the project management.
This situation reflected that the upper management of Company A did perform just good enough in point 2 and point 6 of Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria (Table 2 in Appendix 5) as well as “Heart” factors of Yu’s 3-H Dimensions Approach.  But further improvement should be needed in order to perform better.

For Question 3 – Further Improvements on Mutual-Both-Ways Communication
Based on the feedbacks from interviewees, the communication was not effective and efficient mutually between the upper level of management and the middle level as well as frontline employees.  What’s more, the middle level and frontline staff also didn’t feedback much about the update of the project in time which was especially important for the moment when some unexpected inferior situations happened which distracted the project from its original objectives.  Updated Report did prepare during the periodical meeting of the project but sometimes, it may be too late from the upper management to provide some guidance and make some decisions to guide back the project on track again after the incidents happened for a period of time.  Interviewees reflected that one of the main reasons for that was they were used to not encourage to freely express their wills, take risks or even present their innovative and creative ideas.  Even though they all well-known about the vision, mission, corporate culture and objective of the company as well as the factory relocation project, but what they acknowledged were not fully applied in their daily work, especially in communication aspect.  For example, because of overlooking about the negative effect of implementing the “minimum wage guarantee system” enforcing by the Hong Kong government, Human Resources (HR) found it was much more difficult for them to hire enough worker for the new production factory in Hong Kong than expected.  Owing to this, original production plan with three shifts a day was forced to change to only two shifts one which totally affected the production capacity that factory could have and finally led a very serious product shortage situation in the market.  Even HR did try to solve the case with better remuneration package (with available limited resources on hand) in order to attract more workers to come, but without reporting in time about the severity of the case in order to ask additional support and advice from the upper management, the difficulties could not be solved as necessary as it should be.     
This situation reflected that the upper management of Company A didn’t perform sufficient enough in linkage between those criteria of Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria (Table 2 in Appendix 5) as well as “Heart” factors of Yu’s 3-H Dimensions Approach since communication served as a very important “bridge” to link up and integrate all these factors and criteria in order to make the project managing effectively and efficiently.

For Question 4 – Good Project Prioritisation, Resources Allocation and System Preparation
Based on the comments and feedbacks from interviewees, the upper level management led the committee altogether to perform well in this aspect.  All committee members and other employees who involved in the project had clear instruction to prioritise the factory relocation project to be the top of the top one and all suitable resources had been reserved and allocated in advance for the project in its initiative stage.  As mentioned, the change of demand from consumers (e.g. From only concerning about high and good quality of food to also considering more additional benefits like “ready to serve and cook” or even need to be “ready to eat”) as well as the demanding trend for higher food safety and quality assurance image associated from “Hong Kong made” verse “China made” in consumers’ minds led the bargaining power of customers increased a lot.  In addition to the China government policies changed on economic re-development, Company A really needed to move back and set up its frozen Chinese dim sum factory from in Hong Kong in order to code with the changes.  As a result, well and early preparation of the relocation project by Company A became one of the important factors to help the company to deal with the case successfully.    
This situation reflected that the upper management of Company A did perform well in point 4, point 5 and point 7 of Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria (Table 2 in Appendix 5) as well as “Head” and some “Head-Hand” factors of Yu’s 3-H Dimensions Approach.   

For Question 5 – Further Improvements on Understanding the Competences of the Team 
By my observation of what ongoing happened in the project, it was true that the operational team including HR, Engineering and PPC were lack of some critical competences and experiences to handle those unexpected difficulties.  For example, even with a lot of rehearsals before the machineries actually moving back to Hong Kong factory, it still happened that there were various machinery broken down cases at the initial stage of Hong Kong production.  But engineering team was really lack of know-how and techniques to fine tune the machines in order to fit in Hong Kong situation.  Similar situations were also applied in HR in recruiting workers and in PPC in production planning in order to minimise the loss from out of stock situation.  All these reflected that further improvement on competence in execution team should be taken place and the upper level of management should also need to understand and acknowledge this such that they could plan and organise some programmes in order to improve the situation.
This situation reflected that the upper management of Company A didn’t perform sufficient enough in point 8 and point 9 of Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria (Table 2 in Appendix 5) as well as “Hand” factors of Yu’s 3-H Dimensions Approach.

Improvements for Unbalanced 3-H Situation 
As mentioned in the Figure 4 (Appendix 6) which summarised the management effectiveness of Company A on the factory relocation project, Company A was actually in the unbalance 3-H factors situation in the sense that the company did well in “Head” but not good enough in both “Heart” and “Hand”.  Therefore, any improvement actions should be focused on these two aspects in order to finally reach the Case 1 (the optimal situation) and achieve the objectives of the project successfully.  Because of this, some improvement programmes were organised with the initiatives from HR with the support of top management intended to improve the motivation, engagement and communication conditions of Company A.  Figures in Table 1 (Appendix 1) already proved that after all these remedial and improvement programmes organised and participated by all employees, the morale, motivation, engagement and communication of the company have been improved and hence, directly or indirectly affected the sales figures to catch back the satisfactory level from the year 2015 to 2016 and from the one of year 2016 to 2017.  Some of the significant programmes were summarised as below:
The first training programme was the “High Impact People Management System” which mainly focused for those upper level and middle level employees, as well as some selected and prospected frontline staff.  The core objective of the programme was trying to build stronger passionate and engagement of those being trained for the company in order to support the company’s sustainability to meet any changes on business, regulations, accounting practices, legal requirement as well as people expectations in the future.  It was delivered through a “Talent Management System” containing Competence Management as well as Learning & Development supported by HR’s Metrics and Structured Compensation System and aligned with the company’s Caring culture.  Referring to the Yu’s 3-H Dimensions Approach, it targeted to the “Heart” factors of the company in the aspects of motivation, leadership and employees’ engagement and tried to improve them in order to meet the future challenges of the company.  Figure 5 (Appendix 7) summarised core relevant contents of the program in more details (Company A, 2015).
The second training programme was further developed from the first one but with more in-depth focus on engagement which organised by HR through outside professional training institution.  The concept of Engagement was defined as “the emotional and intellectual commitment of employees to deliver high performance” (Dale Carnegie Training, 2015) in the programme.  Through discussing and presenting the importance of Engagement, participants were expected to understand and learn more about how to enhance their own emotions to lead higher motivation and engagement level as well as of the others.  Besides, every participant would have an opportunity to become a mentor for and mentee of the others in the rest of that fiscal year in order to experience both scenario and learn from these two different roles.  The final objective of this programme was trying to develop every participant to become a “C.A.R.E.ing Manager” through “10 Golden Principles”, as well as the concept of “Appreciation” and “Recognition” such that participants would care about the others and the company as a whole (Dale Carnegie Training, 2015).  Referring to the Yu’s 3-H Dimensions Approach, it targeted more to the “Heart” factors of the company in the aspects of employees’ engagement in comparing with the first one and tried to increase employees’ utmost levels of engagement for the company.  It might also help those participants to change their leadership styles from Situational one to Transactional or even Transformation one in which team bonding and mutual relationship were important.  Figure 6 (Appendix 8) summarised core relevant contents of the program in more details (Dale Carnegie Training, 2015).
The third and fourth training programme were organised in the year of 2016 to 2017 also through outside professional training institution which were more focused on engagement in a team.  While the third one was more concerning about the personal internal forces for engagement by starting from understanding the own self values and then further extended to the others through connection building, emotional management and team communication (Soulheart, 2016), the fourth one was teaching about some tactical techniques on how to increase the team engagement including “3A Approach” (standing for “Acceptance, Action and Appreciation) and “Yes-No-Yes Approach” (Soulheart, 2017).  Referring to the Yu’s 3-H Dimensions Approach, these two programmes targeted to the “Heart” factors of the company in the aspects of employees’ personal engagement to the company as well as the extension to the team and company as a whole.  Besides, it also demonstrated how to have a better mutual-both-ways communication between the upper management level and the middle as well as the frontline staff.  Figure 7 (Appendix 9) and Figure 8 (Appendix 10) summarised core relevant contents of both programs in more details (Soulheart, 2016; Soulheart, 2017). 
Besides above-mentioned ones, Japanese headquarter also organised several overseas training programmes and selected some prospected employees to participate them.  I had been selected for one of them named “Global Future Leader Seminar Junior” held in Japan for two weeks in which I had been trained to think creatively and globally in my decision-making with the support from book readings, guest speaking & sharing, seminars, team building activities, company and factory visits, open discussion, etc. and on the last day of the training, each participant was required to have a formal presentation in front of top management for what we strategically thought about the global challenging situation in 2035 and how we could react and help the company to have sustainable growth continuously at that time.  Apart from this one, some of the employees from other departments like HR, Engineering, Production, Marketing also had the opportunities to participate other overseas programmes in order to strengthen their skill sets in handling their daily work as well as specific projects of their professional fields in the company.  Referring to the Yu’s 3-H Dimensions Approach, all these programmes not only targeted to and developed the “Hand” factors of the employees, but also reinforced the “Head” and “Heart” factors of the company as well.                
  
Conclusions
The study purpose of this research is trying to evaluate the project management effectiveness through Cooke-Davies and Arzymanow’s Project Management Evaluation Criteria by applying the “Heart-Head-Hand” (3-H) driven strategy-structure-system-skill dimensions approach (Yu, 2019).  As mentioned earlier, “Heart” factor is a central role to this 3-H framework and is also considered as most challenging part to deal with among three dimensions since involving the change of attitudes and behaviours of people in the organisation.  As such, organisations tend to allocate most of their resources to deal with those contents relating to “Heart” factor.  Nevertheless, the other two 3-H factors, “Head” and “Hand” should also not be disparaged since all 3 dimensions are integrating, inter-supporting and affecting each other.  Ignoring either one among all these three factors will probably result unbalanced 3-H situation and lead the failure of the business case happened.  On the other hand, by balancing all 3-H factors, it can help the company to identify and create a sustainable competitive advantage in the sense that the company can maintain its favourable strategic position continuously in the field.  This research paper only studied Yu’s 3-H Dimension Approach applied in the business case relating to the project management.  More researches should also be conducted in different business cases and need changing situations in the organisations including sales & marketing campaigns, talent management planning, production planning, new product development plans, operational efficiency improvement programmes, etc. in order to examine and verify the functionality of 3-H factors in other fields of business and how 3-H factors can help leaders from different levels of the organisation in their decision-makings.  
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Appendix 2: Figure 1 – Culture Value of Company A
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Appendix 3: Figure 2 – 8 Corporate Culture Commitments of Company A
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Appendix 6: Figure 4 – Diagram of Management Effectiveness of Factory Relocation Project by 3-H Framework 
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Appendix 7: Figure 5 – Company A’s Objective and Summary of “High Impact People Management System”
Appendix 8: Figure 6 – Objectives and Summary of Motivation & Engagement Training Programme of Company A:
    “Creating Engagement” (By Dale Carnegie Training)
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Appendix 9: Figure 7 – Objectives and Summary of Team 
     Engagement Training Programme of
     Company A: “Enhance Team Engagement
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Appendix 10: Figure 8 – Objectives and Summary of Team
Engagement Training Programme of
Company A: “Self-awareness on
Behavioural Enhancement Leads to
Team Cohesion” (By Soulheart)

[image: ]
[image: ]   [image: ] 

Page 19

image3.jpg
Corporate
Resporsiilty gty




image4.png
Passion for Excellence - We bring peace of
mind and enjoyment to consumers and
customers by understanding their expectations
and challenging ourselves to continuously raise
the bar on the quality of our food products and
services.

Passion for people - We work as a unified, high
performing team by helping employees
develop skills and behaviors, openly embracing
diverse views and honestly communicating
brutal facts through the GEMBA principle.
Passion for Society - We strive to deliver value
to our communities by actively seeking ways to
make people’s food life richer and more
fulfiling, acting with the utmost faimess and
ethical  standards, and honouring our
commitments.




image5.jpg
‘.

L\

1 EIGHT CULTURE & COMMITMENTS

eeply recognizes the importance of "human-oriented"
principle and the close ink between corporate responsibity
and the society. follows "Eight corporate cultures and
commitments”.

Glad1o takeup soca espansibity




image6.jpg
Years 2012 “ 2013 2014
= _ > = >ec_ o 29 e > a P
Month RS ERERREE SRR ERE SR (EE EEERE ST Q.
|
:
Design ECA 27/4/2012 ¥ final stage
Tender out ECA 28/4/2012 |19/5/2012 on schedule contractors interviewed by ECA
Tender award ECA 20/5/2012  [10/6/2012 1
Consultant Construction Works 11/6/2012  [9/10/2012 " may be affected by new transformers
Application for FEHD provisional license ECA 1/6/2012  [2/10/2012 !
Obtain Provisional License ECA 3/10/2012 [2/3/2013 N maximum 6 months
Amendment plan to get full FEHD license mn> 3/3/2013  |2/4/2013 ] amend to full license
Obtain Full License 3/4/2013  [30/12/2013 !
l -
1
Engineering Purchase and installation of new Equipment 15/4/2012  |9/10/2012 bbiler teftigération slystent on schedule have started on main equipment
4 Old Equipment Relocation 15/4/2012  |30/5/2013 have started
Renovate CFI equipment 15/4/2012 [9/10/2012 blast freeger , steamers , have started
i
Recruit Staff and line leaders and workers for HK 4/10/2012  |8/2/2013 " from 30 to 50 1-shift hdct by estimation
HR Recruit Workers for full production I_A 19/2/2013  {1/7/2013 1 hdct by estimation
Training 4/10/2012  [1/7/2013 |
1
[ ) B
Trial test of 1st production line 4/11/2012  [30/12/2012 n SM, Noodle
Production Start production of some lines I_A 2/1/2013  |30/5/2013 1 WD, GRD ,HG ,CF ,SR
Full production ( HK and AUS Products) of all lines HK 1/6/2013  [30/12/2013 !
Full production of US products HK 15/8/2013  {30/12/2013 X
'
| |
Production data recording 3/1/2013  |30/3/2013 1 need confirmation with SGS
sGS Apply for HACCP accreditation 1_A 1/4/2013  |30/6/2013 !
Apply for US Seafood License HK 1/7/2013  |30/8/2013 !
Obtained license for US HK 14/8/2013  [30/12/2013 :
1
| *
Building stock for HK 1/5/2012  |15/3/2013 3 months additional stock
SZA Building stock for Anai Products MN> 1/5/2012 15/3/2013 6 months additional stock
Building stock for other markets SZA 1/5/2012
1
1
sGS Apply for EU, JP, Singapore meat products License HK 2/1/2014 !
T
+
L
1





image7.jpg
a) Business Focus

b) Business Awareness

3-H Factors - Heart 3-H Factors - Head 3-H Factors - Hand
1) Extent of Project Culture (3-H Factor: Heart) 4) Multi-project Management (3-H Factor: Head) 7) Location of Information (3-H Factor: Hand)
a) Pervasiveness of Culture a) Prioritising Projects Strategically a) Centralisation of Information in Each Project
b) Team Member Identification b) Resourcing Projects Fully
c) Depth of Project Identification ¢) Reacting to Changing Circumstances
2) Extent of Organisational Leadership (3-H Factor: Heart) 5) Project Management Structure, Methods and Systems (3-H Factor: Head-Hand)
a) Commitment of Upper Management a) Extent of Project Management Systems, Methods and Processes
b) Understanding of Upper Management b) Integration of Project Management Systems, Methods and Processes
3) Extent of Business Culture (3-H Factors: Heart-Head) 8) Matching Team to Project (3-H Factor: Hand)

a) Matching the Team to the Project Stage or Type

6) Degree of Authorisation (3-H Factors: Heart)

a) Project Authorisation

9)

Capability of Project Management Staff (3-H Factor: Hand)
a) Competency of Project Management Staff

10) Strength of Project vs Functional Management (3-H Factor: Head-Hand)

a) Strength of Matrix





image8.jpg
Scenario resulting from different
3-H Factors’ Interceptions

Case 1- Committed & capable of
managing the right thing

Case 2 — Uncommitted but capable of
managing the right thing

Case 3 - Committed & capable, but not
sure managing the right thing

ase 4 - Committed and well planned
it don't know how to execute it right





image9.jpeg
Grow to become an Effective Manager
Enhance on Engagement

-

Communication Corporate

Key Talents . G
to Employees & Maintain oyernance
5 M:_Eqmm : Build People Retentlon Employees &
nhancemen Capabl & Leadership Benefits Management
Development Process

Refinement

<) y 3
“Company A” High Impact People Management System

Strong and passionate, engaged organization supported by a High

Impact People Management System to support “Company A” 's sustainability to
meet business changes, people expectations, changing regulations, accounting
practices and legal requirements

High Impact People Management System with emphasis on Talent Management
System containing Competencies Management, Learning & Development,
supported by HR System & Metrics and a structured Compensation System

Carry on “Company A” 's Caring culture; to enhance High Impact People
Management System incorporating redefined Core & Functional Competencies
for developing a highly effective organization through a transparent & flexible
culture and extending our caring culture

n Plans * VMV Enhancement
o High Impact People Management System continuous refinement





image10.jpeg
“Company A” High Impact People Management System

Talent Management
Business i Target Metrics Process System

Strategy e & Measurement Governance Strategy

syyouag aduuy

ode of Conduct/
Business ethics

EEILIY

| eEmployee’s Engagem
abiliti S : sEmployee’s Contrib!

Leadership Competen





image11.jpeg
What is Engagement?

Attitude
Engagement

The emotional and intellectual commitment
of employees to deliver high performance




image12.jpeg
Sustaining Engagement
Success Steps

Recognize
and reward
progress

Hold others
accountable
for
improving

Create a
culture that
encourages
engagement

Measure
engagement
periodically

Develop action
plans to address
disengagement




image13.jpeg
Program Objectives

ARNEGIE
TRAINING

Define engagement and why it is
critical to organization success

Identify skills that will enhance
emotions leading to higher
engagement levels

Apply strategies to motivate
people

Adopt best practices to become a
C.A.R.E.ing manager

Devise a plan to impact
engagement in your organization




image14.jpeg
Emotions
Leading to

m:mmmmf

|
Valved

V.I.C.E.E.

S DTS B, o 7017




image15.jpeg
Appreciation
and
Recognition





image16.jpeg
10 Golden Principles to Become a C.A.R.E.ing Manager

1. I demonstrate an interest in my employees as people
2. I offer feedback and encouragement

3. lacknowledge and care about my employees personal
lives

4. lgive them reason to feel confident in my leadership
ability

5. Isetagood example

6.  Ibuild trust, credibility, and respect

7. lrecognize their contributions

8. I communicate openly

9.  Iprovide resources and opportunities to learn and develop
10. 1align employees goals with those of the organization




image17.jpeg
Enhancing Team Engagement & Cohesion — Our Approach

Clear Blockages on a Core Level, £ffect Shifts through Experiential Learning & Continuous Practice

+ How do we ineract with each other, being cherished
and respected

* Do we have healthy boundaries

* Do we have a common lunguage

| T R RN Bu g

Connections

Managing
Emotions &
Expectation
Gaps
* The power of shifting perspectives and oponing up
of different and new possibilities
-+ Embracing differences

“soulheart | 12





image18.jpeg




image19.jpeg
Enhancing Team Engagement & Cohesion — Our Impact

Some of the Significant Impact our Experiential Learning Brought to the Companies We Worked with

s

Stronger awareness of " .
Values & contributions Effecive o Ficaion
Enhanced competency Better decision
&drive for success making

N ¢

Stronger sense of responsi
& accountability





image20.jpeg
1. FepR B ¢ e

FEFE Acceptance (say “I'm
willing to accept, because...”)
(power of acceptance,
acknowledgement)

R Action (choice-making;
exercise my own autonomy,
we’re the master of our own
life: focus on possibilities; what
doesn’t break me, makes me)
FRIEB Appreciation (see it as
a lesson, a learning opportunity
to grow)





image21.jpeg
irial Enhancet
M _Jﬁﬂ,

t leads to Tea

e

am Cohesion”
S ERE





image22.jpeg
: #

Yes - No- Yes

Yes : express appreciation (genuine & heartfelt; be specific,
go beyond behaviour, identify the good qualities/personality
and positive intention of the colleague)

No: express uncomfortable feelings (take ownership of our
own judgement and negative feelings; say “it's just my
opinion/feelings, not making any particular wrong-right
judgement here, but would like to be honest and share how |
feel with you™)

Yes: express how to achieve win-win results (proactively
create a desirable prospect of the relationship/matter/issue,
articulate with trust and sincerity so that your colleague can
engage with it positively. Say something like: it's our common
goal to... | trust that we deserve to... Let's try it together... )





image1.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David

APPENDIX GA36d

LEVEL 7 ASSESSMENT SPECIFICATION

Student name: Stephen Chum Student ID number: | 1812894
Programme: DBA
Module: Visions for the Future — Theoretical Perspectives on Management
i Contribution to B
Module code: SBPD7004 D Module 100%
Assessment (%):
Lecturer: Dr Eddie Yu Internal Verifier:
Assignment Title: | Report Word count (or | 7,500 words
equivalent):
Submission 29 July 2019 Return date of | 19 August 2019
deadline: provisional marks
& written feedback:
Stbhmiooion All written assessments, where practical and possible, must be submitted via
2 Turnitin unless otherwise instructed by the Lecturer. (Please DO NOT put this
method: Pt R o et ‘
assessment specification into Turnitin or it will match many similarities with
other students’ submissions.)
Alternative submission method (if applicable):
Late submission of the assessment will result in a late penalty mark.
Penalties for late submission: Up to one week late, maximum mark of 50%.
Over one week late, 0%. Only the Extenuating Circumstances Panel may
approve a change to submission dates.
Academic Academic honesty is required. In the main body of your submission you must
honesty / give credit to authors on whose research and ideas your work is based.

referencing:

Append to your submission a reference list that indicates the books, articles,
etc. that you have used, cited or quoted in order to complete this assessment.
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Net Sales by Customer Segments 2008 - 2009] 2009 - 2010 | 2010 - 2011 [ 2011 -2012 | 2012 - 2013 | 2013- 2014 | 2014 - 2015 | 2015 - 2016 | 2016- 2017 | 2017 - 2018 | 2018 - 2019
(HKD'000) Total Total Total Total Total Total [ Tot | Total Total Total
Airline 5,106 4,721 5,176 4,169 3,915 3,021 2,277 2,890 2,820 3,364 3,240
School Catering, Canteen 5,702 5,335 6,878 6,336 5,965 3,096 1,664 4,044 5,634 5,048 6,831
Hotels & Clubs & Cruises 2,276 2,369 2,565 2,627 3,382 2,115 1,184 1,524 1,866 1,915 1,921
Fast Food 1,224 1,536 913 747 662 347 100 372 590 804 1,038
Chinese Restaurant 247 157 234 515 1,060 740 840 1,032 1,214 1,288 1,224
Others 4,401 5,686 6,275 7,250 8,214 4,724 2,533 3,966 4,812 6,284 6,539
Total 18,956 19,804 22,041 21,645 23,198 14,043 8,598 13,827 16,937 18,704 20,793
VS Last Year] -39% -39% 61%
Standard GP% by Customer Segments 2008 - 2009| 2009 - 2010 | 2010 - 2011 [ 2011 - 2012 | 2012-2013 | 2013- 2014 | 2014- 2015 | 2015 - 2016 | 2016- 2017 | 2017 - 2018 | 2018 - 2019
GP% GP% GP% GP% GP% GP% GR% GP% GP% GP%
Airline 28% 25% 25% 18% 23% 21% 23% 13% 28% 26% 27%
School Catering, Canteen 22% 21% 22% 1% 15% 13% 23% 7% 15% 18% 19%
Hotels & Clubs & Cruises 39% 40% 41% 34% 32% 30% 29% 16% 23% 23% 24%
Fast Food 22% 19% 20% 15% 24% 21% 29% 2% 10% 23% 24%
Chinese Restaurant 44% 40% 31% 25% 33% 33% 32% 19% 27% 27% 28%
Others 40% 41% 36% 28% 28% 21% 20% 7% 22% 24% 25%
Total 28% 30% 29% 21% 25% 21% 24% 9% 21% 23% 24%
VS Last Year -4% 3% -15%
Remark: This GP% is calculated base on Standard Cost.
Net Sales of Frozen of Macau 2008 - 2009| 2009 - 2010 | 2010 - 2011 [ 2011 -2012 | 2012 - 2013 | 2013- 2014 | 2014 - 2015 | 2015 - 2016 | 2016- 2017 | 2017 - 2018 | 2018 - 2019
(HKD'000) Total Total Total Total Total Total S Totalve Total Total Total
Macau Frozen 6,325 6,368 6,368 8,196 11,283 6,500 5,054 6,416 5,069 4,330 4,205
VS Last Year| -42% -22% 27%
GP% of Frozen of Macau 2008 - 2009| 2009 - 2010 | 2010 - 2011 | 2011 -2012 | 2012 - 2013 | 2013- 2014 | 2014 - 2015 | 2015 - 2016 | 2016- 2017 | 2017 - 2018 | 2018 - 2019
Macau Frozen GP% GP% GP% GP% GP% GP% | GP% | GP% | GP% GP% GP%
Frozen 22% 18% 17% 1% 15% 15% 22% 8% 18% 17% 13%
VS Last Year| 0% 7% -14%

Source: Sales Commentary Report from April 2008 to March 2019 (Internal Sales Document Communicated between Top Management and Bottom Level of Staffs)





