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Abstract

This research paper discussed the factors that would be affected by the employee engagement of
different generations in the manufacturing industry in South China. The purpose of conducting
this research is to understand how important employee engagement in the manufacturing industry
in South China, the lower the level of employee engagement would affect the efficiency,
productivity, and quality of the products of the companies in the industry. This research aims to
indicate the factors which are affecting the employee engagements of the companies and help the
companies in the industry to design a more suitable employees’ remuneration packages or improve
the working environment to attract or retain the good and effective employees. In South China’s
manufacturing industry, a research report done by The Society for Human Resource Management
(Shrm.org, 2019)indicated that human resources were facing a challenge to recruit and retain
productive and quality talents. Moreover, A research published by Lapoint and Liprie-Spence
(2017), they have suggested that different generations have different views and action when it
came to employee engagement. Therefore, this research is to figure out which are the majority
factors in different generation groups, which could enhance a better understanding of the different
concerns for each generation group, and to determine the best way to relieve the high turnover rate

and retain the talented.

In this research, the author used the quantitative method to collect the supporting evidence for the
result, 475 samples survey had collected and provided a useful result to indicate the relationships
among the different generations and their contribution level to employee engagement. In the final
result, it has indicated which factor(s) would have a significant relationship in the consideration of
the employee when they are practicing their engagement to their workplace, the findings
determined communication, work environment, leadership, compensation, and organisation

policies are having a significant relationship to the different generations’ engagement to their
v



companies. The employee engagement of age group of below 20 would be affected by the work
environment, leadership, compensation, and organization policies; Age group 21-30 would be
affected by organisation policies; Age group of 31-40 would be affected by communication; Age
group of 41-50 would be affected by organisation policies. The results have important insights into
the manufacturing industry in South China as a reference to design a better -and effective package

or strategy for enhancing the employees’ engagement from different generations.

Keyword: Employee engagement, Generation, Manufacturing industry, Work environment,

Compensation, Workplace well-being
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Chapter 1: Introduction

1.1 Introduction

Employee engagement has been gaining importance in recent years. In this research paper, a
comparison would be conducted between the majority factors that be affected the employee
engagement between the different generation groups. In the previous studies and literature, several
theories have been proposed to explain there are different factors would affect the employee
engagement, which the employee engagement has a great influence on the companies’
performance and profitability.

For example, the top ten workplace aspects affecting employee engagement are identified in the
renowned Towers Perrin Talent Report (2003). In the report, Perrin (2003) ranked senior
management’s interest in employees’ well-being, challenging work, and decision-making
authority as the top three employee engagement drivers. In other reports, it was found that
communication between employees as well as management is the leading factor that results in
employee engagement (CIPD, 2007). Besides, the Institute of Employment Studies (Robinson,
Perryman & Hayday, 2004) emphasised that the main driver of employee engagement is a sense
of feeling valued and involved, which can be reflected by employees’ involvement in decision
making, their feeling of being able to raise their opinion or ideas, their opportunities to gain
development on their jobs, as well as the extent to which their employers are concerned for their

health and well-being.

However, the previous studies did not cover enough topics with the consideration of different
generations, which means different generation groups are having their considerations or concerns
about the factors that might affect their employee engagement for the companies. The objective of

this paper is to propose the relationship between the different generation groups and employee



engagement, to figure out the best alternative to enhance the employee engagement of the company

by providing an appropriate approach to each generation groups.

1.2 Research Background

In 1990, employee engagement has formally defined by William Kahn (1900) as “The harnessing
of organization members’ selves to their work roles to their work roles; in engagement, people
employ and express themselves physically, cognitively, and emotionally during role performance.”
After 3 years, employee engagement was described in the academic literature by Schmidt et al.
(1993), which was “An employee's involvement with, commitment to, and satisfaction with work.
Employee engagement is a part of employee retention.” In 1997, a meta-analysis was conducted
by Harter et al. (2006), to find out the true relationship between employee engagement and
business performance in different areas. In a later time, a world-widely meta-analysis was
conducted and constantly updated in over 190 organizations by the same group of experts, to

express the importance of employee engagement in the business.

Employee engagement (Kruse, 2012) is important to the company's productivity and
competitiveness. This is the reason why companies focus on the employee experience, treat the
employee as a guest, optimize the company's management procedures and the process of handling
things, let employees feel that their work environment keeps pace with the times, and the

humanized experience is also one of the factors they consider.

Due to the rapid development of the manufacturing industry (Levinson 2018) in South China
(Baike.baidu.com, 2019) the demand for talent has increased (Mason and Sardone, 2019),
therefore, companies will use different approaches, retaining talents and attracting more talents,
produce greater productivity and competitiveness for the company. With the development of

China’s economy, the development of the manufacturing industry in the South China areas being

2



rapid and fast, according to the statistic, in July 2020, China’s Manufacturing Production Index
(Tradingeconomics.com, 2020) has an increase with 5.8%, compared with 5.1% in June 2020 and
the market expectation of 4.9%, the result in July 2020 has been over the market expectation. In
the past, the company's welfare and support for employees became the main consideration for
employees' engagement. However, due to the improvement of the overall education level and the
increasing concern on satisfaction from the work of employees, their requirements for the sense of
satisfaction brought by the work increased, and the welfare and support for employees were no
longer the main consideration. According to the Global Talent Trends Study: Connectivity in the
Human Age in 2019 (Mercer, 2019), even though companies are offering new and diversified
incentives, better technology to improving employees' well-being, still a third of satisfied

employers are considering quitting.

According to Stats.gov.cn (2019), China's 2019 GDP is 99.08 trillion. Although total South China
contributed GDP is 12.246 trillion, ranked the third GDP, but Guangdong province contributed
9.727 trillion about 10.8% of total GDP, ranked the first province in China. Also, the Guangdong
province is the earliest province in which a lot of Hong Kong and Taiwan SMEs started
manufacturing business. So we selected South China for this research. Also, as there are not
consistent findings with the employee engagement factors, therefore, this research conducts as to

explore further.

The purpose of this research is to explore finding and study the factors that affect employee
engagement, whether the company's employee experience can enhance employee engagement, and
the considerations of different age groups, and compare the ideas of employees of different ages
to how the company brings them the experience. The results of the research can help the company

develop different employee experience programs for employees of different ages, improve



employee engagement, retain and attract talents, and increase productivity and competitiveness for

the company.

1.3 Research Rationale

In South China, due to the rapid development of the manufacturing industry, the needs of talented
in the manufacturing industry have been increasing through these years, and employee engagement
has been proved that is the main factor which could affect the companies’ performance and

productivity.

Therefore, in this research paper, the researcher would focus on how the different factors that might
affect the employee engagement, and the different generations were taken into consideration as a
major influence of the employee engagement, to find out what are the majorities in different
generations. Upon completing this research paper, the outcomes might help companies’ decision-
makers and management to potentially enhance employees’ engagement between different

generations across the companies, to improve performance and productivity.

1.4 Aim and Objectives of the Research

Employee engagement is an important factor in the company's productivity and competitiveness.
Employees' sense of responsibility and quality of work are among the important factors that
determine the quality of a company's products and services. According to the research done by
Cisr.mit.edu (2017), the potential business impact of the employee experience is also great. By
studying the behaviour and concerns of employees, we understand what factors would be the
consideration for the company's employees to contribute their employee engagement. According
to previous research by Chandani et al. (2016), Pandita and Bedarkar (2015) suggested in their
research in 2015, and Memon’s research in 2018 (Memon et al., 2018), they suggested that there

are different factors would directly affect the employee engagement. Besides, according to the



research published by Lapoint and Liprie-Spence in 2017 (Lapoint and Liprie-Spence, 2017), they
have suggested that different generations have different views and action when it came to

employee engagement. Therefore, the study will investigate:

1. The composition of employees' engagement with the company

2. The considerations of employees of different ages for employee engagement

3. Factors relationship to employee engagement
3.1 Work environment has a significant relationship with employee engagement?
3.2 Leadership has a significant relationship with employee engagement?
3.3 Team and co-worker have a significant relationship with employee engagement?
3.4 Training and career development have a significant relationship with employee

engagement?

3.5 Compensation has a significant relationship with employee engagement?
3.6 Organization policies has a significant relationship with employee engagement?
3.7 Workplace well-being has a significant relationship with employee engagement?
3.8 Communication has a significant relationship with employee engagement?

3.9 Work life balance has a significant relationship with employee engagement?

The contribution of this research will be based on a systematic analysis of what factors will affect
employee engagement. This will constitute a company's way of designing employee experiences
for different age groups and increasing their engagement. To retain the company's talents in this

highly competitive market and improve their engagement.



1.5 Structure overview

To carry on a better study work, there has a simple overview of the main chapters that the
researcher would mention in this dissertation according to the rational order of implementing study

target.

In chapter 2, based on the background information in this chapter, chapter 2 would be a literature
overview to discuss the relevant studies and researches on the relationship between employee
engagement and businesses’ performance, and the importance of employee engagement in talent
retention. Also, the studies and researches on different factors that would affect employee
engagement will be discussed. The literature overview of the previous studies and researches is to

provide theoretical support for achieving the dissertation’s study objective.

Chapter 3 will mainly focus on the methodology of this dissertation based on the literature
overview and provide guidelines and instruction on the specific study and analysis through the

examples and methods introduced in this chapter.

Chapter 4 will focus on the analysis of the collected data and transmit the primary data into tables

and graphs by using the SPSS program, to determine what factors would be the main consideration

of different generations according to their demographic backgrounds.

Chapter 5 will focus on the analysis for a further discussion and the recommendation would be

discussed based on the results the researcher obtained from Chapter 4.

6



1.6 Section Conclusion

In this chapter, the researcher explores the development of industry in southern China, the
increasing demand for talent in the industry, and the changing emphasis on employee engagement
for talent. Besides, this chapter explores the history of employee engagement and the importance
companies attach to it, as well as the different factors that can affect employee engagement. Based
on this chapter, the researcher has determined the research problem, reason, and aim for this
dissertation. In the next chapter, the researcher would identify the factors for affecting employee
engagement and the concept of employee engagement in the business, to find out the relationship

between the employee engagement and business.



Chapter 2 — Literature Review

Introduction

Based on the previous literature, this chapter summarizes the theories of employee engagement
and different factors and makes a literature review. Firstly, this chapter describes the background
and characteristics of employee engagement, as well as the relationship and background between
different factors and employee engagement. Secondly, this chapter also studies the related
concepts of employee engagement and different causes, which focuses on the factors that affect
employee engagement, such as management mode and work environment, and the influence of
age factors on employee engagement. Lastly, this chapter will select appropriate theories as
research hypotheses based on the issues studied and discussed in this paper, establish the
theoretical models, and discuss the influence of different factors and age groups on employee

engagement.

2.1 Definition

2.1.1 Definition of different generation

A generation difference or known as generation gap (Ramaa, 1992) is the different opinions and
considerations between one generation and another regarding beliefs, politics, or values. The
sociological theory of a generation gap first came to light in the 1960s (Ramaa, 1992), when the
younger generation (later known as Baby Boomers) seemed to go against everything their parents
had previously believed in terms of music, values, governmental and political views. Sociologists
now refer to "generation gap" as "institutional age segregation". Generation gap refers to the
difference of opinions between two generations. To express it more specifically, the generation
gap can be used to describe the differences in political, values and other issues between the younger

generation and the older members in their actions, beliefs and tastes. Although the generation gap



is common in all historical periods, it has widened in the 20th and 21st centuries. In the business
world now, the generations mainly divided into 4 generations: Baby Boomers, Generation X,
Generation Y and Generation Z. Baby Boomers (Newport News Daily Press, 1963) was the result
of a strong post-war economy, in which Americans felt confident they would be able to support a
larger number of children. Generation X, which is sometimes shortened to Gen X, is the name
given to the generation of Americans born between the mid-1960s and the early-1980s, which is
inspired by a Canadian author Douglas Coupland, in his own "Generation X: Tales for an
Accelerated Culture" (Coupland, 1991). Generation Y is also known as the Millennial Generation,
the publication Ad Age was one of the first to coin the term "Generation Y," in an editorial in
August 1993. The Y generation refers to the people born during the 1980s and early 1990s (Bonnie,
2001). Generation Z is the demographic cohort succeeding Millennials and preceding Generation
Alpha, the people born during the late 1990s and early 2010s. In today's business world, these four
generations are the main labour force and they are the one who practise employee engagements in

the workplace.

2.1.2 Definition of Employee Engagement and Employee Engagement Index

Employee engagement (Kruse, 2012) is important to the company's productivity and
competitiveness. This is the reason why companies focus on the employee experience, treat the
employee as a guest, optimize the company's management procedures and the process of handling
things, let employees feel that their work environment keeps pace with the times, and the
humanized experience is also one of the factors they consider. According to the study by Blessing
(2006), strong manager-employee relationship (Markos & Sridevi, 2010) is a crucial ingredient in
the employee engagement, and training and career developments are also the important factors for
employee engagement; While the research report by the Society for Human Resource Management
(Lee et al., 2016) suggested that the relationship of team and co-workers and the meaningfulness

of the job would be the crucial factors of employee engagement.

9



To determine the employee engagement level to the company, the Employee Engagement Index

(Croswell, 2020) measures employees' engagement with their jobs or day-to-day work. It is based

on survey questions that assess factors such as the effort and enthusiasm they put into their daily

activities. There are five questions that can be used to measure the employee engagement index.

1.

“I am proud to work for my company”: This question gets at an employee’s pride in the
place that they work. The benchmark to this question is 80-90% agreement, which is quite
high. However, scores for this question should be high, and a low score (below 70%) is a

red flag that there may be concern about your brand internally.

“I would recommend my company as a great place to work”: This is our version of the
Employee Net Promoter Score question. The benchmark for this question is again around
80-90% which indicates that people really like the experience of working at their company.
Scores below 60% indicate that there may be day to day problems in people’s roles or

overall concerns about the workplace environment.

“I rarely think about looking for a job at another company”: This question gets at the
present commitment of an employee to your company. The benchmark for this question is
a range of 55-60%, 70% would be a very high score. The variation across demographics
for this question would take into account. If the scores below 40% are a strong indicator of

churn.

“I see myself still working at my current company in two years’ time”: This question is a
similar analysis of commitment as “I rarely think about looking for a job at another
company’ but with a specific time frame. Employees that aren’t looking for a job at another

company still may not intend to stay for another two years. Together these questions give
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you a picture of present and future commitment and so we can calculate an overall
engagement index. The benchmark responses for this question are in the 60-65% range. If
the score is higher on this question than the one above, the concerns about employee

engagement can be discounted somewhat.

“My company motivates me to go beyond what I would in a similar role elsewhere”: This
is a discretionary effort question that is getting at whether your company is motivating
people to do their very best. Benchmark responses here are in the 70-75% range, and it’s
generally a tough question to score highly on. Scores below 55% are sometimes an
indicator that people feel disconnected to the company mission or don’t feel enabled to get

things done.

2.2 The relationship between different factors, generation and employee engagement

Based on the previous studies and research, there are different factors that would affect the

employee engagement. There are mainly divided into 9 categories.

1.

Work environment: The composition of three major sub-environments which include the
technical environment (as tools, equipment and technological infrastructure), the human
environment (as peers, employee relationship and interactional issue) and the organisational
environment (as managerial policies, philosophies and legislation) (Noah & Steve, 2012).
Deci & Ryan (1987) suggested a supportive working environment is one which takes
employees’ needs and feelings into consideration, provides positive feedback and
encourages them to actively raise their concerns in order to help develop new skills and
solve work-related issues. Therefore, a meaningful work environment enhances employees’

engagement towards to their workplaces.



2. Leadership: A leader is one or more people who selects, equips, trains, and influences one
or more follower(s) who have diverse gifts, abilities, and skills and focuses the follower(s)
to the organization’s mission and objectives causing the follower(s) to willingly and
enthusiastically expend spiritual, emotional, and physical energy in a concerted coordinated
effort to achieve the organizational mission and objectives (Winston & Patterson, 2006)
According to the research published by Schneider, Macey & Barbera (2009), a decent and
supportive leadership is theorised to influence the engagement of subordinates in terms of
enhancing their involvement, satisfaction and enthusiasm for work. Therefore, leadership
has a relationship with the employee engagement in the workplace.

3. Team and co-worker

- Team: A group of people who are interdependent with respect to information, resources,
and skills and who seek to combine their efforts to achieve a common goal (Thompson, 2014).
As such, building a healthy and trusting interpersonal relationships between team workers
could promote employee engagement (Kahn, 1990).

- Co-worker: A person who you work with, especially someone with a similar job or level

of responsibility (Dictionary.cambridge.org, 2019).

In the research of May, Gilson & Harter (2004), they stated that a better relationship between
teammates and co-workers, a higher employee engagement level towards to workplaces.
Besides, according to the Locke and Taylor research in 1990 (Locke & Taylor, 1990), they
suggested that if the employees were having a better relationship with their co-workers, the
employee engagement level would be higher. Therefore, team and co-workers is having an
important influence to the employee engagement level.
4. Training and career development: Career development theories have been focusing on
human lifespan, traits, vocational choice, assessment tools, values and self-understanding to

guide adults in their career decisions (Conlon, 2004). Training will improve consistency of
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product quality or increase service accuracy, whereby the service performance and
employee engagement will be affected (Paradise, 2008). Therefore, training and career
development would have a great impact to the employee engagement since if the employees
have the chances to grow professionally, they would feel themselves were caring by the
companies.

Compensation: All forms of financial returns and tangible benefits that employee receives
as part of employment relationship. Compensation as it were being divided into two parts
and these are cash compensation which is the direct pay provided by employer for work
performed by the employee and fringe compensation which refers to employee benefit
programs (Das et al. 2014). The recognition towards employee’s contribution and thus
rewards disbursed are both indispensable antecedents of employee engagement (Saks &
Rotman, 2006). Therefore, there is a positive relationship between compensation and
employee engagement, better compensation or remuneration package, higher employee
engagement towards to workplace since the employees feel obliged to contribute more

efforts to their works.

. Organization policies: A set of guidelines and best practices put in place to protect the

company, employees, and customers. Organizational policies may cover employment
practices, employee conduct, disciplinary procedures, Internet and e-mail use
(Reporting.talent20.co.za, 2008). A good organisational policies are those best promote
flexible working arrangements to help employees in balancing employee’s work and home
environments, such organisations tend to have employees with greater engagement

(Woodruffe, 2005).

. Workplace well-being: Wellbeing is the state of being of an individual that is characterised

not only by good health or wellness, but also by comfort, satisfaction with one’s work and

home life, personal prosperity and some measure of happiness. (Pruyne, 2011). The
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researchers at Towers Perrin Talent Report suggested that workplace wellbeing is crucial as
their research had shown that senior management’s interest in employee wellbeing was the
most significant driver of employee engagement level.

8. Communication: Long-term engagement begins with excellent communication between
employer and employees as well as amongst co-workers. Kress (2005) suggested that a
seamless internal communication had been recognized as something that can influence an
organisation’s ability to engage its employees. According to the research of Schaufeli et al.
(2002), they have suggested that internal communication has a great influence to the
employees’ engagement. Therefore, communication has a positive relationship with the
employee engagement.

9. Work life balance: Work life balance contributes to employee engagement, which will lead
to a higher productivity and a lower organisational turnover (Grawitch, Gottschalk & Munz
2006). Great sense of satisfaction obtained from work life balance and job involvement
generate higher level of employee engagement, thus diminish turnover intention amongst

employees (Arshad & Puteh, 2015)

The 9 independent factors above are the bases for forming a healthy working environment for the
employees and are the motivation that drives the employees to engage themselves in the business.
To operate a business, different departments and different people need to cooperate and work
together; In business, the employees are from different backgrounds and different generation,
therefore, based on the 9 independent factors, the employees would have their consideration
whether the business itself is worth or not for them to give their engagement into the workplace.
As aresult, different factors and the differences between the generations are having a tight relation

with employee engagement.



2.3 Research Hypothesis and Theoretical Model

The subject of this paper is the factors that influence employee engagement of different age groups
in the manufacturing industry in Southern China. Therefore, this chapter proposes corresponding
research hypotheses for the main problem in the research, constructs a theoretical model of the
influence of different factors on employee engagement of different age groups, and converts the

problems into a measurable relationship. The research model is as figure 1 below:

-| Work environment I—
-I Leadership |—
Different age
'| Compensation groups
o Organisation policies J
|
L Communication Employee engagement

l_
.| Work life balance I_
Ii

-| Team and co-worker

Training and career development

L Workplace well-being

Figure 1 Factors toward employee engagement

In this research, the researcher sets different factors as antecedent variables, employee engagement
is the outcome variable. By studying and summarizing relevant literature, the research is divided
the different factors into 9 major categories: working environment, leadership, team and co-worker,
training and career development, compensation, organizational policies, workplace well-being,
communication, and work life balance. On the basis, the researcher discusses and analyses the

relation between the different factors that affect the employee engagement of different generations,



and then the research hypotheses of this dissertation are put forward “Different factors are having
impacts on different generations for employee engagement in the business.”. To prove this

hypothesis, the researcher subdivides it into 9 parts to discuss, as shown below:

2.3.1 Influence of working environment on employee engagement.

According to previous literature, there is an obvious relationship between work environment and
employee engagement (Anitha, 2014). Workplace conditions play an important role in whether
employees want to continue working in the organization. The work environment plays an
important role because people want to work in a safe workplace, a work environment that allows
employees to work safely attracts employees to be more focused on their work and promotes
employees' enthusiasm for their work. According to research findings, different working
environments lead to different levels of employee engagement (Miles, 2001). In fact, supportive
and trusting interpersonal relationships and supportive management promoted psychological
security (Kahn, 1990). Organization members feel safe in an open and supportive work
environment. Work environment has an impact on employee engagement, and a meaningful work
environment is considered to be the key determinant of employee engagement. Therefore, the
researcher wants to have a better understanding of these factors in the manufacturing industry in
South China among different generations. Thus, in line with prior empirical studies, the following

hypothesis was postulated:

HI1. Working environment has a significant relationship/ effect of different generations on their

employee engagement in the manufacturing industry in South China.

2.3.2 Influence of leadership on employee engagement.
Leaders are an important part of an organization, considering that they are responsible for

communicating and connecting with employees and have the ability to make employees feel
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motivated, engaged and supported in their work. When leaders demonstrate respect, support,
motivation, and effective management, followers feel fulfilled, engaged, and challenged to show
a high degree of commitment to their work. When employees receive support and guidance, they
will be more aware of their authority and ability in task progress and results, and thus develop
more autonomy (Spreitzer, 1996). When subordinates are internally motivated, they advocate the
company's principles and guidelines (Gagné¢ & Deci, 2005), which naturally leads to higher
investment in the company and higher employee engagement. Millennials require interest in them
as a person and view engaging as the ability to reach out and relationally connect with their direct
report, while finding points of connection (Espinoza, Ukleja, & Rusch, 2010). Since there might
have differences between the opinions among the different generations, thus, in line with prior

empirical studies, the following hypothesis was postulated:

H2. Leadership has a significant relationship/ effect of different generations on their employee

engagement in the manufacturing industry in South China.

2.3.3 Influence of team and co-worker on employee engagement.

According to previous literature, there were obvious relationships between executive relationships,

team and colleague relationships and employee engagement (Anitha, 2014). A study by Tsao (2016)
shows that the quality of colleague relationship reflects the efficiency of communication between

two parties, as well as the degree of synchronization. The behaviour of colleagues can also affect

the rapport among colleagues. The study also highlighted how to organize relationships among

colleagues; That is, the better the collaborative relationship between managers and employees, the

higher the employee engagement. This study concluded that the relationship between the team and

colleagues affects employee engagement. Baby Boomers have learned the value of teamwork; they

have an inordinate appreciation for the power of teams and for working in harmony with others

while Generation Xers tend to be highly independent workers, not liking to work in teams (Johnson
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& Johnson, 2010). From the current literatures, there have a gap between the opinions of different
generations to the employee engagement of this factor, the researcher wants to have a deeper
understanding of the situation in the manufacturing industry in South China. Thus, in line with

prior empirical studies, the following hypothesis was postulated:

H3. Team and co-worker has a significant relationship/ effect of different generations on their

employee engagement in the manufacturing industry in South China.

2.3.4 Influence of training and career development on employee engagement.

Several studies have been conducted to understand the interrelationship between training, career
development and employee engagement. Dobbs (2000) found that employees benefit from
employee training and career development programs by acquiring the soft and technical skills
needed for the job. Wagner (2000) pointed out that the training and development program can help
reduce the staff turnover rate and improve the staff satisfaction. Satterfield et al. (2007) emphasized
that training leads to positive changes in employees' behaviour and work skills, thereby improving
their performance. From the current literatures, there is different opinions of how this factors could
affect the employee engagement, thus, in line with prior empirical studies, the following

hypothesis was postulated:

H4. Training and career development has a significant relationship/ effect of different generations

on their employee engagement in the manufacturing industry in South China.

2.3.5 Influence of compensation on employee engagement.

Compensation is an important component of employee engagement and can motivate employees

to make additional efforts for personal and organizational development, including monetary and



non-monetary rewards. A study (Men, 2012) found that rewards and recognition are the main
factors for participation. Salary is an essential element of employee engagement, which promotes
employees to get more and pay more attention to personal development and work (Anitha, 2014).
Compensation is a set of benefits, in the form of salary, incentives, job opportunities, good working
conditions, bonuses, retirement plans and life insurance plans, provided to employees of an
organization and awarded to them according to their performance (Bhatnagar, 2007). For
employees, compensation and benefits are essential because they are the means to meet basic living
needs. These are also important for employers: pay and benefits are one of the most important
rewards in the recruitment process (Milkovich & Newman, 1996); It is a means to attract and retain
excellent employees (Vandenberghe & Tremblay, 2008). It is a means of employee motivation in
skill development (Milkovich & Newman, 1996). Finally, they are used to exchange properties
(Vandenberghe & Tremblay, 2008). However, engagement can vary from employee to employee
as perceptions of the compensation they receive from their role change. Therefore, employees with
a high level of job role benefits show greater engagement (Kahn, 1990). However, from the current
literatures, there are conflicts since different employees might have different opinions on this

factors. Thus, in line with prior empirical studies, the following hypothesis was postulated:

H5. Compensation has a significant relationship/ effect of different generations on their employee

engagement in the manufacturing industry in South China.

2.3.6 Influence of organizational policies on employee engagement.

A good organisational policies are those best promote flexible working arrangements to help
employees in balancing employee’s work and home environments, such organisations tend to have
employees with greater engagement (Woodruffe, 2005). Six & Sorge (2008) stated that a
favourable organizational policies build trust within the organization as empirically proved.

Organisation policies act as an internal communication between the company and the employees,
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and the employees are one of the most critical stakeholders because they are the strongest
supporters and possibly the most vocal critics of the organization if internal policies do not meet
their expectations (Waters, Bortree & Tindall, 2013). However, from the current literatures, there
is inconsistency findings between different researchers, thus, in line with prior empirical studies,

the following hypothesis was postulated:

H6. Organizational policies has a significant relationship/ effect of different generations on their

employee engagement in the manufacturing industry in South China.

2.3.7 Influence of workplace well-being on employee engagement.

The research of Shuck et al. (2011) provides evidence that the psychological atmosphere in the
workplace is closely related to employees' engagement and autonomous efforts. Furthermore, in
their study, climate and engineering were strong predictors of employee turnover intentions and
effort, highlighting the unique role each factor plays in leveraging employee-related outcomes that
influence organizational performance. O'Neil & Arendt (2008) found a positive correlation
between emotional climate (autonomy, stress, structure, self-expression, and trust) and
performance-based outcomes. Employee determine how hard they will work, how satisfied they
are, and how committed they are to the organization based on their understanding of the workplace
climate (O'Neil & Arendt, 2008). However, from the current literatures, the different components
within this factors might have effects on the employees’ engagement and there are inconsistent
results between various researchers. Thus, in line with prior empirical studies, the following

hypothesis was postulated:

H7. Workplace well-being has a significant relationship/ effect of different generations on their

employee engagement in the manufacturing industry in South China.



2.3.8 Influence of communication on employee engagement.

Researchers have shown that the effectiveness of internal communication is a leading indicator of
organizational success. According to Meng et al. (2012), the values created by excellent internal
communications in organizations are often future-oriented, such as issue recommendations and
potential growth in investor opportunities. In recent years, as companies have begun recognizing
the importance of engaged employees for direct business outcomes such as good performance,
innovation, and productivity (Bakker & Demerouti, 2008). However, from the current literatures,
the focus points of the researchers might be having a gap, thus, in line with prior empirical studies,

the following hypothesis was postulated:

H8. Communication has a significant relationship/ effect of different generations on their

employee engagement in the manufacturing industry in South China.

2.3.9 Influence of work life balance on employee engagement.

Work-life balance strategies, family-friendly culture and higher work-life balance can, and usually
do, demonstrate a positive correlation with an employee’s job satisfaction, organisational
commitment and citizenship and decision to remain with an employer (Allen 2001). Sturges &
Guest (2004) found that while graduates professed work—life balance was very important to their
intentions to stay with their organisation, work/non-work conflict, fulfilment of psychological
contract and number of hours worked did not significantly predict organisational commitment.
However, from the current literatures, there is inconsistent findings on the relationship between
employee engagement and this factors. Thus, in line with prior empirical studies, the following

hypothesis was postulated:

H9. Work life balance has a significant relationship/ effect of different generations on their

employee engagement in the manufacturing industry in South China.
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2.4 Conclusion

In this chapter, the researchers reviewed the references, analysed and summarized employee
engagement and different factors, and explained the concepts of different age groups. After
identifying, the constituent factors and concepts of employee engagement and various factors that
affect employee engagement, this paper makes an analysis, which provides a basis for this paper,
and proposes the research hypothesis and theoretical model of this paper, and discusses the
relationship among these factors in detail. The first and second phases of this article have been
completed. In the next chapter, the researcher will choose the appropriate research method

according to the research hypothesis and foundation of this paper.
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Chapter 3 — Research Methodology

3.1 Introduction

In this part, the methodology and the overview of the research problem would be introduced.

In this research, the problem that has to be investigated is what are the factors that affected the
employee engagements of different generations in the manufacturing industry in South China. The
quantitative methods would be used; this method gathers the numerical data that could be
measured or categorised through statistical. A questionnaire has been designed and would be
invited the employees that worked in the manufacturing industry in South China, the questions are
designed to figure out which factors are more important to the employees, the questionnaire
included the rating scale questions, multiple questions and open-ended questions. The survey
would be conducted on the online platform and sent to the manufacturing industry in South China,
after the collection of the questionnaire, the data would be analysed and explained. This survey
was conducted anonymously and confidentially through the online platform, 475 questionnaires
have collected from 10 manufacturing factories in the South China area, the total population is

around 4500 people, which the response rate was about 10.5%.

3.2 Research aims and objectives

The main purpose of research in this dissertation is to explore the influence of different factors on
different generations’ engagement in their workplace in the manufacturing industry in South China.

In order to achieve the overall target, it will be break down into servals points:

a) Identification of the factors that would affect the different generation on their employee
engagement
b) Exploration of the relationship between the different factors and different generations by

delivering their employee engagement in the manufacturing industry
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c) Assessment of the factors that would affect the different generation on their employee
engagement
d) Recommendation for long-term development and improvement for enhancing employee

engagement

This chapter will discuss the research process of this paper, explain the methods of data collection

and relevant basic principles, in order to achieve the purpose of this study.

3.3 Research Approach

In order to better understand what factors affect the engagement of employees of different ages,
this study will adopt a two-stage approach. The first phase focuses on theories and materials in the
literature, with the aim of generating meaningful project samples for research topics. In the second
phase, the quantitative method will be used as the relationship between the data collected in the

first phase of the analysis.

3.4 Research Methods

The methodology was a system for collecting and/or analysing data (Bowen, 2009). A better
convenience for research work could be provided by finding and collecting valid data. Therefore,
in order to better screen out suitable research methods, it can be mainly divided into the following

two aspects:

3.4.1 Primary and Secondary Research
The primary research is a popular and effective method by collecting first-hand and original data
with a particular topic directly, and the research is usually carried out by the researchers, which is

a time-consuming process since the researchers need to conduct the data collection process by



themselves. On the other hand, secondary research is the process of primary research and analysis
in which all the information previously completed by another person is collected. The secondary
research is quick and fast, which is not time-consuming, but the data or information might not be

specific for a particular topic.

In this research paper, the questionnaires would be conducted, and the returned questionnaires
would be the primary research data, which would be used to analysis the relationship between each
factor and the different generations. Questionnaires is an effective approach to measure different
preference of people, and it can be distributed to a large number of respondents and the

comparisons could be made between the demographic groups.

3.4.2 Quantitative and Qualitative Research

Qualitative research is mainly exploratory research. It is used to understand underlying causes,
opinions, and motivations. It provides insight into the problem or helps develop ideas or
assumptions for potential quantitative research. Qualitative research is also used to discover trends
in ideas and opinions, and to delve into issues. Quantitative research quantifies problems by
generating numerical data or converting data into usable statistics. It is used to quantify attitudes,
opinions, behaviours and other defining variables and to generalise results from a larger sample of

the population.

After the consideration, the quantitative research would be used by the researcher to conduct this
research, since the quantitative method is more suitable. This method can help the researcher to
determine which factors would affect the employee engagement of different generations in the
manufacturing industry in South China. The data could be collected by questionnaires or face-to-
face survey questionnaires, under this circumstance, it is impossible to conduct individual

interviews to all the employees due the costs and human resources. Therefore, the main data
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collection method would be the questionnaires, online questionnaire platform/manual distribute

and collect questionnaire would be used in this survey.

3.5 Research Design

The research design is the blueprint of the overall design or planning that used to carried out the
research projects (Malhotra, 2004). It clarified and specified the steps that required to collect the
information needed, which included the methods, procedures, analysis, result and conclusion and

recommendation.

3.5.1 Sampling and sample size

Although there is no clear and certain standard as to the required sample size in structural equation
modelling, an approach based on the number of indicators included in each study was proposed,
in which the minimum sample size should be k(k+1)/2, where k is the number of indicators
(Joreskog, 1993). Maximum number of indicators to form the largest subscale for this study is
expected to be 25, thus, a sample size of 325 will be sufficient according to this criterion. However,
an argument by Stevens (2012) suggested that misspecification errors in modelling could be
avoided only if a minimum sample size of 400 is adopted. In this study, a fairly prudent sample
size will be selected, that is of 500. As Kerlinger (1973) suggested that the average response rate
to voluntary survey to be 50%, based on this assumption, it is necessary that approximately 1000

workers to be approached to fulfil the adequate sample size.

3.5.2 Questionnaire design/Measurement of variables

The questionnaire aims to collect the data about the influences of different factors toward to the
employee engagement of the different generations in the manufacturing industry in South China.
Therefore, the questionnaire included several elements. The first part of the questionnaire is mainly

focused on the demographic backgrounds of the respondents, such as gender, age, education level,
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incomes, marital status and number of kids. These questions aim to collect the background
information that might affect the respondents’ employee engagement to their companies. The
researcher took the questionnaire that conducted in Memon’s research in 2018 (Memon et al., 2018)
as areference, and Question 18 and 19 were designed based on the factors that he mentioned which
were related to the employee engagement. The researcher also added 2 more factors into these two
questions according to the researches done by Meng et al. (2012) in 2012 of communication and

Allen (2001) in 2001 of work life balance.

The second part is focused on what factors that would be the consideration of the different
generations to have a better engagement with their companies, therefore, the researcher has
designed a ranking question with all the variable factors that might affect the employee
engagement, the respondents could rank the factors and choose the most important factor to the
least important according to their own preference, 1 is “the most important”; 9 is “the least
important”. This ranking question could help the researcher to clearly determine what is the

distinction between the different generations.

The third part is focused on the current situation of the factors that would affect employee
engagements to their companies. In the questionnaire, the researcher has designed a 10-point
Likert-type scale, the respondents could rate the scores of different factors with their current

¢

working environment, 1 is “not satisfied”; 10 is “very satisfied”. This question can help the
researcher to understand how the employee engagement of the respondents would be affected

when they are not satisfied with the current working environment.

3.5.3 Piloting the Questionnaire/Pilot Test
The pilot test is a pre-assessment of the research study, which allowing the researcher to test the

research approach with a small amount of the respondents before the start of the researcher’s main
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study, to ensure the validity and whether the questions are suitable for the research study. The pilot
tested has been conducted successfully with 30 respondents and the approval from the supervisor
before proceeding the final sampling (Appendices B). The result of Cronbach’s Alpha value was

0.918, which is greater than the acceptable value 0.7 (Cortina, 1993).

3.5.4 Data analysis

In accordance with the objectives of the study, data will be analysed using the Statistical Package
for Social Science (SPSS). Frequency of distribution and mean will be utilised as a description for
employees’ engagement in the companies. Exploratory factor analysis will be adopted to determine
fundamental components or factors behind employees’ responses. SPSS will be undertaken to
vindicate those factors, then to justify their relationships. The result would be further discussed in
Chapter 4. In Chapter 4, the researcher would use descriptive analysis such as charts to describe
the demographic information of the respondents, and the cross-tabulation relationship between
different generations and different factors. Besides, the researcher would use reliability test to test
the consistency of the Likert question and use the correlation test to test whether there is significant
linear relationship evidence between the satisfactory level of the respondent from different
generations and their employee engagement. Furthermore, the researcher would use regression test
to investigate the significant relationship and strength of impact between the dependent variable
versus multiple independent variables. The ANOVA test would be used to test the significant level

of the results.

3.6 Limitations of the research

As the quantitative research was the most appropriate method for collecting the required data or
information for this paper, therefore it has been chosen for conducting this research study.
Therefore, the lack of qualitative research leaded to the missing of in-depth investigation of the

respondents’ behaviours and a better understanding of the related fields. Moreover, under the
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COVID-19 situation, it is a time-consuming process to collect the questionnaires in the
manufacturing industry in South China, due to the serious pandemic, the researchers spent almost

four months to collect the data and conduct the following SPSS analysis.

3.7 Conclusion

In this chapter, it explained the methods the researcher used in this research paper, the quantitative
research has been selected to collect the primary data in order to conduct this study since it could
collect a comprehensive data from a large group of respondents which the researcher could have a
better analysis. In the next chapter, the researcher would be focused on the results which are

generated by the collected data, and analysis the hypotheses.



Chapter 4 — Data Collection and Analysis

The primary data that have been collected would be sorted and analysed by using the descriptive
and inferential statistics function of IBM Statistical package for social science (SPSS) program
version 25, in order to determine what factors would affect the employee engagement of different
age groups. By using the SPSS statistical analysis, the data could be converted into tables and
graphs, which are accurate and reliable for solving the 7 hypotheses. The outcomes would be
shown in tables and graphs for further explanation and analysis. The 475 questionnaires were valid

after screening and the data have been analysed by descriptive and inferential statistics method.

4.1 Backgrounds of the respondents

The background information of the respondents is the demographics details, which include age,
gender, marital status, kid and education. The target of the questionnaire is the people who are
working in the manufacturing factories in the South China area. The following sections are the

briefly description of the respondents’ demographics background.

4.1.1 Gender of the respondents

Gender of the respondents

51% 49%

Male Female

Figure 2 Gender of the respondents

Figure 2 shows that 51% of the respondents is female and the remaining 49% is male. The

female respondents are slightly higher than male respondents.



4.1.2 Age of the respondents

Age of the respondents

—

2

= 20and below ®21-25 = 26-30 31-40 w4150 w=51-60

Figure 3 Age of the respondents

Figure 3 shows the different age ranges of the respondents, the distributions of the age is mostly
even, age groups of below 20, 31 to 40 and 41 to 50 are 20%, age group of 51-60 is 19% and

age group of 21-30 is 21%.

4.1.3 Marital Status of the respondents

Marital Status of the respondents
1.9% 0.2%

|

= Single = Married = Divorced Widow

Figure 4 Martial status of the respondents

Figure 4 shows the marital status of the respondents, most of the respondents are married,
which is 70.1%; the single respondents is 27.8%; the divorced respondents and widow

respondents are 1.9% and 0.2%.
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4.1.4 The number of kids of the respondents

No.of kid of the respondents
1%

"0 w]l w2 =3 m3+

Figure 5 The number of kids of the respondents

Figure 5 shows the numbers of kids that the respondents have. Most of the respondents have 2
kids, which is 35%. The percentage of the respondents that have no kid and 1 kid is 25% and

30% respectively. The total percentage of the respondents who have 3 or more kids is 10%.

4.1.5 Education level of the respondents

Education level of the respondents
1% 1%

V

= Less than primary school = Primary school graduated
= Junior high school Technical school/High school graduated

® Junior college ® Bachelor's degree

Figure 6 Education level of the respondents

Figure 6 shows the education level of the respondents. From the figure, it shows that most of
the respondents have completed junior high school, which is 48%. Also, it shows that 35% of
the respondents have finished technical school or high school. 8% of the respondents had
completed, 7% of the respondents are graduated from primary school and 1% of the
respondents’ education level is less than primary school. However, only 1% in total of the
respondents have finished a bachelor's degree and postgraduate or above.
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4.1.6 Interval and ratio variable

In chapter 2, the researcher has clearly explained the basic formation of the employee engagement.
In order to measure the factors that will affect the employee engagement, the researcher has
categorised the different factors into different area that formed the employee engagement. The
researcher would analysis how different factors would be the consideration for the different

generation as in the following table:

Table 1 - Basic formation of employee engagement

Basic formation of employee engagement Represent to

El “I am proud to work for the company” Sense of pride

E2 “I would recommend the company as a great place to work” Security

E3 “I rarely think about looking for a job at another company” Sense of

E4 “I will see myself still working at the company in two year” Loyalty

E5 “The company motivates me to go beyond what I would in a Sense of
similar role elsewhere” identity

Table 2 - Questions related to the basic formation elements

Independent variable El Training and career development Q19
Compensation
Independent variable E2 Work environment Q19

Organisation policies

Work-life balance

Independent variable E3 Team and co-worker Q19

Workplace well-being

Dependent variable E4 Q20

Independent variable ES Leadership Q19

Communication

98]
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Table 3 - Descriptive statistics of different factors

Factors N Minimum Maximum Mean Std. Deviation

Q18.1 Work 475 1 9 3.78 2.436
environment

Q18.2 Leadership 475 1 9 4.62 2.259
Q18.3 Team and co- 475 1 9 4.55 1.954
worker

Q18.4 Training and 475 1 9 5.62 2.216
career development

Q18.5 Compensation 475 1 9 2.27 2.060|
Q18.6 Organization 475 1 9 6.42 2.199
policies

Q18.7 Workplace 475 1 9 6.04 2.275
well-being

Q18.8 475 1 9 5.57 2.173
Communication

Q18.9 Work life 475 1 9 6.13 2.640
balance

Valid N (listwise) 475

The above table shows the most important factors that are chosen by the respondents. 1 represents
the most important and 9 represents the least important, therefore the top 3 factors are

compensation, work environment, and team and co-worker.

Table 4 — Descriptive statistics of the satisfactory level of different factors

Factors N Minimum Maximum Mean Std. Deviation

Q19.1 Work 475 1 5 3.06 1.163
enviroment

Q19.2 Leadership 475 1 5 3.47 1.110
Q19.3 Team and co- 475 1 5 3.55 1.112
worker

Q19.4 Training and 475 1 5 3.22 1.159
career development

Q19.5 Compensation 475 1 5 3.09 1.199
Q19.6 Oganization 475 1 5 3.31 1.158
policies

Q19.7 Workplace 475 1 5 3.30 1.226
well-being

Q19.8 475 1 5 3.40 1.236
Communication

Q19.9 Work life 475 1 5 3.28 1.218
balance

Valid N (listwise) 475

Based on the above table, it shows the respondents satisfactory level to different factors, the

respondents are satisfied with all the 9 factors in their current workplace.

Table 5 — Descriptive statistics of Employee engagement

Employee engagement N Minimum Maximum Mean Std. Deviation
Q20 Engagement level 475 1 5 3.09 1.452]
Valid N (listwise) 475

Based on the above table, it shows most of the respondents are satisfied with their current

workplace and would like to work for at least 2 years.
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4.1.7 Cross-tabulation

The cross-tabulation is a useful indicator for analysing the relationship between multiple variables
in quantitative research. It can conduct the analysis between one variable to another among the
specific group of the respondents, and the results can be presented in a table or chart for

relationship exploration.

In the following parts, the researchers would determine the ranking of different factors that is
important to the different age groups. Number 1 to 3 means this factor is important to them when
the respondents are practicing their employee engagement; Number 4-6 means that this factor is
moderately important to them; Number 7-9 means that this factor is relatively least important to

them.

4.1.7.1 Factors related to Sense of pride

Q18.4 Training and
career development

[ 1-the most impaertant
m2

[ 9-Relatively least important

Count

20 and 21-25 26-30 31-40 41-50 51-60
below

Q2 Age

Figure 8 Training and career development

Based on the above figure, it shows the relationship between the different age groups and the
important level of training and career development. This figure shows that the respondents from
the age range 31-40 and 51-60 are not really concern about the training and career development
which are currently providing in their workplace. The remaining age groups are moderately

concerned about this factor in their workplace. Therefore, from the above figure, the researcher
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could assume that training and career development is a factor that might affect employee

engagement for all the age groups except the age range 31-40 and 51-60.

Q18.5 Compensation
[E1-the most important
2

Eo-Relatively least important

Count

20 and 21-25 26-30 31-40 41-50 51-60
below

Q2 Age

Figure 9 Compensation

Based on the above figure, it shows the relationship between the different age groups and the
important level of compensation. This figure shows that the respondents from all age groups
consider the compensation package as a very important factors to them for their engagement level
for their workplace. Therefore, the researcher could assume that compensation is an important

factor that would affect the employee engagement for the all the age group.

4.1.7.2 Factors related to Security

Q18.1 Work
environment

[H 1-the most important
m2

[E9-Relatively least important

Count

20 and 21-25 26-30 31-40 41-50 51-60
below

Q2 Age

Figure 10 Working environment
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Based on the above figure, it shows the relationship between the different age groups and the
important level of working environment. This figure shows that the respondents from all age
groups consider the working environment as a very important factors to them for their engagement
level for their workplace. Therefore, the researcher could assume that working environment is an

important factor that would affect the employee engagement for the all the age group.

100 Q18.6 Organization
policies

[ 1-the most important

[E3-Relatively least important

Count

20 and 21-25 26-30 31-40 41-50 51-60
below

Q2 Age

Figure 11 Organisation policies

Based on the above figure, it shows the relationship between the different age groups and the
important level of organisation policies. This figure shows that the respondents from all age range
considered organisation policies as a relatively least important factors to them for their engagement
level for their workplace. Therefore, the researcher could assume that organisation policies is not

an important factor that would affect the employee engagement for the all the age group.
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100 Q18.9 Work life
balance

[ 1-the most important
H2

80

6
= 9-Relatively least important

Count

a0

20

20 and 21-25 26-30 31-40 41-50 51-60
below

Q2 Age

Figure 12 Work-life balance

Based on the above figure, it shows the relationship between the different age groups and the
important level of work-life balance. This figure shows that the respondents from all age groups
consider the work-life balance as a relatively least important factors to them for their engagement
level for their workplace. Therefore, the researcher could assume that organisation policies is not

an important factor that would affect the employee engagement for the all the age group.

4.1.7.3 Factors related to Sense of belonging

Q18.3 Team and co-
worker

& 1-the most important
2

[E9-Relatively lzast important

Count

20 and 21-25 26-30 31-40 41-50 51-60
below

Q2 Age

Figure 13 Team and co-worker

Based on the above figure, it shows the relationship between the different age groups and the

important level of team and co-worker. This figure shows that the respondents from all age groups
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considered team and co-worker as a moderately important factor when they are practising their
employee engagement. Therefore, the researcher could assume that team and co-worker is a
moderately important factor that might affect the employee engagement for all remaining age

group.

Q18.7 Workplace
well-being

[ 1-the most important
2

[ 9-Relatively lzast important

Count

20 and 21-25 26-30 31-40 41-50 51-60
below

Q2 Age

Figure 14 Workplace well-being

Based on the above figure, it shows the relationship between the different age groups and the
important level of workplace well-being. This figure shows that the respondents from age groups
from all age groups considered this factor as a relatively least important factor to them. Therefore,
the researcher could assume that workplace well-being is a relatively least important factor that

might affect the employee engagement for all age group.
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4.1.7.4 Factor related to Loyalty

100 Q20

I Engagement

level
20 and 21-25 26-30 31-40 41-50 51-60
below

.Very low
WLow

M High
[ More than high
Overy high

@
3

Count

"
5]

Q2 Age

Figure 15 Engagement level

Based on the above table, it shows the respondents’ willingness of the time to work in their current
workplace, the willingness of the time to work in the same workplace means that the respondents’
loyalty to their company, the longer they are willing to work, the higher loyalty of the respondents
to their company, in adverse, the shorter they willing to work, the lower loyalty of the respondents
to their company. In this study, the researcher has divided the level of loyalty into five levels: 1 is
very low which is “3-6 months”; 2 is low which is “6-12 months”; 3 is high which is “12-24
months”; 4 is very high which is “24-36 months”; and 5 is more than expectation which is “more
than 36 months”. The loyalty level of the employee can represent their employee engagement, as
a standard, the benchmark would be 24 months, which is 2 years. This table shows that all the
respondents from different age range except the age group of below 20 in this study would work
more than 2 years in their current workplace, which is representing their loyalty to their company

is high and more than expectation, therefore, their employee engagement to the company is high.
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4.1.7.5 Factors related to Sense of identity

Q19.2
1o Leadership

[ Not at all Satisfied
W Partly Satisfied

W satisfied

[H More than Satisfied
[Overy satisfied

20 and 21-25 26-30 31-40 41-50 51-60
below

Count
2 53

=
5

N
8

Q2 Age

Figure 16 Leadership

Based on the above figure, it shows the relationship between the different age groups and the
important level of leadership. This figure shows that the respondents from all age groups except
the respondents from the age group 21-30 considered the leadership as the most important factor
to them for their engagement level for their workplace, while the remaining age groups considered
this factor as a moderately important factor to them. Therefore, the researcher could assume that
leadership is an important factor to age range from all age groups except the respondents from the
age group 21-30 that would affect the employee engagement of them and a moderately important

factor that might affect the employee engagement for the remaining age group.

Q188
Communication

[ 1-the most important
2

[E 9-Relatively Izast important

Count

20 and 21-25 26-30 31-40 41-50 51-80
below

Q2 Age

Figure 17 Communication
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Based on the above figure, it shows the relationship between the different age groups and the
important level of communication. This figure shows that the respondents from age groups from
below 20, 31-40, 41-50 and 51-60 considered the communication as a moderately important factor
to them for their engagement level for their workplace, while the remaining age groups considered
this factor as a relatively least important factor to them. Therefore, the researcher could assume
that communication is a moderately factor to age range from below 20, 31-40, 41-50 and 51-60
that would affect the employee engagement of them, and a relatively least important factor that

might affect the employee engagement for the remaining age group.

By analysing the data, the researcher figured out that different age groups or generation would be

affected by different factor when they are contributing their employee engagement to their

workplace, the following table has demonstrated this finding:

Table 6 — Top 3 important factors to different generation

Age group Top 3 factors that affect their employee engagement

Below 20 Compensation Working environment | Leadership

21-30 Compensation Working environment | Team and co-worker
31-40 Compensation Working environment | Leadership

41-50 Compensation Working environment | Leadership

51-60 Compensation Working environment | Team and co-worker

Based on the above table, the researcher found that different generation would be affected by
different factors due to their demographic backgrounds and consideration. In the following part,
the researcher would explain more briefly how the different factors would affect the respondents’

employee engagement to their workplace among the different age groups.
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4.1.7.6 Respondents’ satisfaction

Based on the analysis of the data collected in the previous part, the researcher has figured out that
what are the most important factors that would affect the employee engagement of different age
groups, in the following section, the researcher would analysis how the respondents’ satisfaction
would affect their engagement level to their workplace.

(A) Age range that below 20

The 3 most important factors

20

15

- s ulf
) [ |

Not at all Partly satisfied Satisfied More than Very satisfied
satisfied satisfied

W Work environment B Compensation M Leadership

Figure 18 Satisfactory level of the top 3 important factors- Below 20

The three most important factors to this age group are compensation, working environment and
leadership. Based on the above figures, 80.7% of the respondents are satisfied with their

compensation, working environment and leadership condition in their current company.

(B) Age range that between 21 to 30

The 3 most important factors
35

IE I|I ||| III |||
o =

Not at all Partly satisfied Satisfied More than Very satisfied
satisfied satisfied

=R NN
o v o wn

W Work environment M Compensation M Team and co-worker

Figure 19 Satisfactory level of the top 3 important factors- 21 to 30
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The three most important factors to this age group are compensation, working environment and
team and co-worker. Based on the above figures, 77.8% of the respondents are satisfied with their
compensation and working environment condition in their current workplace, and 85.2% of the
respondents are satisfied with their team and co-worker relationship. Only 23.4% of the
respondents considered to leave the company within 6 months, and 51.9% of the respondents
would continue their job with their current company for more than two years. As a result, higher
satisfactory with the factors that this age group concerned, the longer they are willing to stay in
their company, and it means their employee engagement to their workplace would be higher.
Therefore, these figures and data show that the factors have a relationship with the employee

engagement.

(C) Age range that between 31 to 40

The 3 most important factors
60
50
40
30

20

10 I ’1_' 16 | &
g | 4 U E
0 U |

Not at all Partly satisfied Satisfied More than Very satisfied
satisfied satisfied

W Work environment 1 Compensation Leadership

Figure 20 Satisfactory level of the top 3 important factors- 31 to 40

The three most important factors to this age group are compensation, working environment, team
and co-worker and leadership. Based on the above figures, 65.6% of the respondents are satisfied
with their compensation, 68.2% of them are satisfied with their working environment and 81% of
the respondents are satisfied with their leadership and team and co-worker relationship. Only 17.5%
of the respondents considered to leave the company within 6 months, and 60.5% of the respondents
would continue their job with their current company for more than two years. As a result, higher

satisfactory with the factors that this age group concerned, the longer they are willing to stay in
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their company, and it means their employee engagement to their workplace would be higher.
Therefore, these figures and data show that the factors have a relationship with the employee

engagement.

(D) Age range that between 41 to 50

The 3 most important factors

29

29
22
15
10 13
> 2
0

Not at all Partly satisfied Satisfied More than Very satisfied
satisfied satisfied

B Work environment B Compensation Leadership

Figure 21 Satisfactory level of the top 3 important factors - 41 to 50

The three most important factors to this age group are compensation, working environment and
team and co-worker. Based on the above figures, 70% of the respondents are satisfied with their
compensation, 78.3% of them are satisfied with their working environment and 85% of the
respondents are satisfied with their team and co-worker relationship. Only 17.5% of the
respondents considered to leave the company within 6 months, and 64.2% of the respondents
would continue their job with their current company for more than two years. As a result, higher
satisfactory with the factors that this age group concerned, the longer they are willing to stay in
their company, and it means their employee engagement to their workplace would be higher.
Therefore, these figures and data show that the factors have a relationship with the employee

engagement.
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(E) Age range that between 51 to 60

The 3 most important factors

40
35
30 34
25
20
15 19 19

19
10
9
; i
0 L

Not at all Partly satisfied Satisfied More than Very satisfied
satisfied satisfied

32
27

0]

B Work environment ~ ® Compensation Team and co-worker

Figure 22 Satisfactory level of the top 3 important factors - 51 to 60

Since there is only one respondent from age group 61-65, therefore, the researcher would be
analysed the age group 51-60 and 61-65 together. The three most important factors to this age
group are compensation, working environment and leadership. Based on the above figures, 70%
of the respondents are satisfied with their compensation, 78.3% of them are satisfied with their
working environment and 85% of the respondents are satisfied with their team and co-worker
relationship. Only 17.5% of the respondents considered to leave the company within 6 months,
and 64.2% of the respondents would continue their job with their current company for more than
two years. As a result, higher satisfactory with the factors that this age group concerned, the longer
they are willing to stay in their company, and it means their employee engagement to their
workplace would be higher. Therefore, these figures and data show that the factors have a

relationship with the employee engagement.

4.2 Inferential Statistics

4.2.1 Reliability Analysis
The reliability test is an effective measurement to analysis the internal consistency of the designed
questions and the reliability of the scale when the Likert questions were conducted in the

questionnaire. Cronbach’s Alpha is an indicator of the reliability, it ranges from 0 to 1 and the
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acceptable range of the coefficient alpha is between 0.6-0.95 (Hulin, Netemeyer, and Cudeck,
2001). The Cronbach’s Alpha of the 9 questions is resulted of 0.943, which has indicated within

the acceptable range of the internal consistency value.

Table 7 - Reliability analysis of Question 19.1-19.9

Reliability Statistics
Cronbach's Alpha N of ltems
0.943 9
Scale Cronbach's
Satisfaction level of Scale Mean if Variance if |Corrected Item-Total| Alpha if ltem
different factors Item Deleted | Item Deleted Correlation Deleted
Q19.1 Work environment 26.60 63.375 0.669 0.943
Q19.2 Leadership 26.19 62.730 0.748 0.938
Q19.3 Team and co-worker 26.12 63.056 0.727 0.940
Q19.4 Training and career 26.45 60.931 0.820 0.934
development
Q19.5 Compensation 26.58 61.270 0.768 0.937
Q19.6 Organization policies 26.36 61.023 0.816 0.935
Q19.7 Workplace well-being 26.36 59.885 0.829 0.934
Q19.8 Communication 26.27 59.774 0.828 0.934
Q19.9 Work life balance 26.39 60.238 0.815 0.935

4.2.2 Correlation test

Correlation is a binary test to determine the strength and direction relationship between two
variables. Pearson correlation was used to determine the evidence of a significant linear
relationship between two interval variables, as well as the strength and direction of the linear
relationship. The intensity value of the correlation coefficient, the measured R value varies from -
1 to +1. Positive one means that the positive relationship between the two variables is very strong.
In contrast, negative 1 indicates a completely weak relationship, Table 8 has shown the correlation
level of different ranges of coefficient interval. Significance values are very important and should

be equal to or less than 0.05 before starting to determine significance linearity.
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Table 8 — Correlation coefficient interpretation level

Coefficient Interval Correlation
0.00 - 0.199 Very Weak
0.20 - 0.399 Weak
0.40 - 0.599 Medium
0.60 - 0.799 Strong
0.80 — 1.000 Very Strong

Source: Napitupulu et al.,(2018). Analysis of Student Satisfaction Toward Quality of Service Facility. Journal of Physics:

Conference Series, 954, p.012019.

The tables below are the correlation test results for the satisfaction level of different factors to

employee engagement level in different age group.

Table 9 — Correlation level of different factors among different age groups

Age groups | Correlation level Factors

21-30 Weak Work environment, Leadership, Team and co-worker,

Training and career development, Compensation

Medium Organisation policies, Workplace well-being,

Communication, Work life balance

31-40 Weak Work environment, Leadership, Team and co-worker,
Compensation, Organisation policies, Workplace well-

being, Communication, Work life balance

51-60 Weak Work environment, Team and co-worker, Training and
career development, Organisation policies, Workplace well-

being, Work life balance

Table 9 indicates the correlation level of different factors among different age groups to their
employee engagement. For further explanations and processes, Table 10 to Table 14 would have

a detialed statistic
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Table 10 — Correlation of different factors and engagement level (Below 20)

Correlations
Q20 Engagement
level
Q19.1 Work enviroment Pearson Correlation -0.040
Sig. (2-tailed) 0.699
N 96
Q19.2 Leadership Pearson Correlation 0.105
Sig. (2-tailed) 0.308
N 96
Q19.3 Team and co-worker Pearson Correlation 0.026
Sig. (2-tailed) 0.805
N 96
Q19.4 Training and career Pearson Correlation 0.072
development Sig. (2-tailed) 0.486
N 96
Q19.5 Compensation Pearson Correlation 0.105
Sig. (2-tailed) 0.309
N 96
Q19.6 Oganization policies Pearson Correlation -0.034
Sig. (2-tailed) 0.743
N 96
Q19.7 Workplace well-being Pearson Correlation 0.130
Sig. (2-tailed) 0.207
N 96
Q19.8 Communication Pearson Correlation 0.135]
Sig. (2-tailed) 0.190
N 96
Q19.9 Work life balance Pearson Correlation 0.102
Sig. (2-tailed) 0.322
**_ Correlation is significant at the
0.01 level (2-tailed).

Based on the table above, the result shows that in the correlation analysis, the 9 different factors

might not have a significant relation to the employee engagement of the respondents.
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Table 11 - Correlation of different factors and engagement level (21 to 30)

Correlations

Q20 Engagement level

k|

Q19.1 Work environment Pearson Correlation 328
Sig. (2-tailed) 0.001
N 97]
Q19.2 Leadership Pearson Correlation 31571
Sig. (2-tailed) 0.002
N 97]
Q19.3 Team and co-worker Pearson Correlation 320"
Sig. (2-tailed) 0.001
N 97|
Q19.4 Training and career development Pearson Correlation 288"
Sig. (2-tailed) 0.004
N 97]
Q19.5 Compensation Pearson Correlation 260"
Sig. (2-tailed) 0.010
N 97]
Q19.6 Organization policies Pearson Correlation 436"
Sig. (2-tailed) 0.000
N 97]
Q19.7 Workplace well-being Pearson Correlation 407"
Sig. (2-tailed) 0.000
N 97|
Q19.8 Communication Pearson Correlation 429"
Sig. (2-tailed) 0.00d
N 97]
Q19.9 Work life balance Pearson Correlation 41571
Sig. (2-tailed) 0.000
N 97]

**_ Correlation is significant at the 0.01 level (2-tailed).

Based on the table above, the result shows that in the correlation analysis, the 9 different factors
have a significant relation to the employee engagement of the respondents, and all the results show
there has a positive relationship between all the factors to the employee engagement. Work
environment, leadership, team and co-worker, training and career development and compensation

have a weak correlation with the employee engagement; Organisation policies, workplace well-

being, communication and work life balance have a medium correlation.
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Table 12 - Correlation of different factors and engagement level (31 to 40)

Correlations
Q20 Engagement level
Q19.1 Work environment Pearson Correlation 244
Sig. (2-tailed) 0.017
N 95
Q19.2 Leadership Pearson Correlation 252
Sig. (2-tailed) 0.014
N 95
Q19.3 Team and co-worker Pearson Correlation 268"
Sig. (2-tailed) 0.009
N 95
Q19.4 Training and career development Pearson Correlation 0.201
Sig. (2-tailed) 0.051
N 95
Q19.5 Compensation Pearson Correlation 205
Sig. (2-tailed) 0.046
N 95
Q19.6 Organization policies Pearson Correlation 229
Sig. (2-tailed) 0.030
N 95
Q19.7 Workplace well-being Pearson Correlation 281"
Sig. (2-tailed) 0.004
N 95
Q19.8 Communication Pearson Correlation 347
Sig. (2-tailed) 0.001
N 95
Q19.9 Work life balance Pearson Correlation 310"
Sig. (2-tailed) 0.007
N 95

**. Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

Based on the table above, the result shows that in the correlation analysis, the factors included
work environment, leadership, team and co-worker, compensation, organization policies,
workplace well-being, communication and work life balance have a significant relation to the
employee engagement of the respondents, and all the results of these 8 factors show there has a
positive relationship between all the factors to the employee engagement with a medium

correlation level.
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Table 13 - Correlation of different factors and engagement level (41 to 50)

Correlations
Q20 Engagement level
Q19.1 Work environment Pearson Correlation 0.004
Sig. (2-tailed) 0.971
N 95
Q19.2 Leadership Pearson Correlation 0.060
Sig. (2-tailed) 0.566
N 95
Q19.3 Team and co-worker Pearson Correlation 0.094
Sig. (2-tailed) 0.367]
N 95
Q19.4 Training and career development Pearson Correlation -0.064
Sig. (2-tailed) 0.509
N 95
Q19.5 Compensation Pearson Correlation 0.084
Sig. (2-tailed) 0.420
N 95
Q19.6 Organization policies Pearson Correlation 0.064
Sig. (2-tailed) 0.537
N 95
Q19.7 Workplace well-being Pearson Correlation 0.053
Sig. (2-tailed) 0.607
N 95
Q19.8 Communication Pearson Correlation -0.06¢
Sig. (2-tailed) 0.515
N 95
Q19.9 Work life balance Pearson Correlation 0.058§
Sig. (2-tailed) 0.577
N 95

**. Correlation is significant at the 0.01 level (2-tailed).

Based on the table above, the result shows that in the correlation analysis, all the 9 different factors

did not have a significant relation to the employee engagement of the respondents.
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Table 14 - Correlation of different factors and engagement level (51 to 60)

Correlations
Q20 Engagement level
Q19.1 Work environment Pearson Correlation 260
Sig. (2-tailed) 0.012
N 92
Q19.2 Leadership Pearson Correlation 0.181
Sig. (2-tailed) 0.085
N 92
Q19.3 Team and co-worker Pearson Correlation 274"
Sig. (2-tailed) 0.008
N 92
Q19.4 Training and career development Pearson Correlation .220
Sig. (2-tailed) 0.035
N 92
Q19.5 Compensation Pearson Correlation 0.202
Sig. (2-tailed) 0.0
N 92
Q19.6 Organization policies Pearson Correlation 288"
Sig. (2-tailed) 0.005
N 92
Q19.7 Workplace well-being Pearson Correlation 251
Sig. (2-tailed) 0.016
N 92
Q19.8 Communication Pearson Correlation 0.144|
Sig. (2-tailed) 0.171
N 92
Q19.9 Work life balance Pearson Correlation 205
Sig. (2-tailed) 0.050
N 92

**. Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

Based on the table above, the result shows that in the correlation analysis, the factors included
work environment, team and co-worker, training and career development, organization policies,

workplace well-being, and work life balance have a significant relation to the employee
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engagement of the respondents, and all the results of these 6 factors show there has a positive

relationship between all the factors to the employee engagement with a weak correlation level.

4.2.3 Regression Analysis

Regression analysis can be used to determine trends in the data to make predictions. It is an
advanced tool to study the significant relationship between dependent variables and multi-
independent variables and the influence strength. Through model summary, variance analysis and
coefficient analysis, combined with the graph display equation, the influence of different

measurement variables on the scale is analysed.

To test this research question by determining the relationship between each different factors
between employee engagement of different generation as well as hypotheses 1 through 9.

Regression analysis was used to test the relationship and strength among variables.

The researcher would conduct the regression analysis for the different age group separately in
order to figure out which factor(s) would be the reason to affect the respondents’ employee
engagement. Table 15 below shown the final results of the regression test among different age

groups and section 4.2.3.1 to 4.2.3.5 have demonstrated the processes of getting the final results.

Table 15 — Different factors effects on the age groups

AGE GROUPS POSITIVE EFFECT NEGATIVE EFFECT
BELOW 20 Leadership, Compensation Work environment, Organisation
policies
21-30 Organisation policies -
31-40 Communication -
41-50 - -
51-60 Organisation policies -
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Based on Table 15, it indicated the factors which have positive and negative effect among

different age group to their employee engagement to the workplaces.

4.2.3.1 Age group below 20

Table 16 - Regression Analysis of the Employee Engagement (Below 20: First round)

Work environment, Q19.3 Team and
co-worker, Q19.6 Organization

policies, Q19.7 Workplace well-
being, Q19.2 Leadership, Q19.8
Communication, Q19.5
Compensation, Q19.4 Training and

career development

- a
Variables Entered/Removed
Model Variables Entered Variables Removed Method
1 Q19.9 Work life balance, Q19.1 Enter

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Summary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

.365°

0.133

0.042

1.300

a. Predictors: (Constant), Q19.9 Work life balance, Q19.1 Work enviroment, Q19.3 Team and co-
worker, Q19.6 Oganization policies, Q19.7 Workplace well-being, Q19.2 Leadership, Q19.8
Communication, Q19.5 Compensation, Q19.4 Training and career development

ANOVA®
Sum of
Model Squares df Mean Square = Sig.
1 Regression 22.332 9 2.481 1.468 173
Residual 145.408 86 1.691
Total 167.740 95

a. Dependent Variable: Q20 Engagement level

b. Predictors: (Constant), Q19.9 Work life balance, Q19.1 Work enviroment, Q19.3 Team and co-worker, Q19.6 Oganization
policies, Q19.7 Workplace well-being, Q19.2 Leadership, Q19.8 Communication, Q19.5 Compensation, Q19.4 Training and

career development



Coefficients®
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 2.438 0.504 4.834 0.000
Q19.1 Work -0.465 0.193 -0.426| -2.414 0.018 0.324 3.089
enviroment
Q19.2 0.485 0.284 0.403 1.710 0.091 0.182 5.505
Leadership
Q19.3 Team -0.328 0.237 -0.274 -1.383 0.170 0.257 3.885
and co-worker
Q19.4 Training -0.084 0.293 -0.075] -0.286 0.776 0.147 6.809
and career
development
Q19.5 0.553 0.259 0.514 2.136 0.036 0.174 5.741
Compensation
Q19.6 -0.318 0.216 -0.275) -1.474 0.144 0.289 3.460
Oganization
policies
Q19.7 0.009 0.200 0.009| 0.043 0.966 0.257 3.896
Workplace well-
being
Q19.8 0.303 0.242 0.280 1.248 0.215 0.200 5.007
Communication
Q19.9 Work life -0.166 0.258 -0.157| -0.643 0.522 0.170 5.891
balance

a. Dependent Variable: Q20 Engagement level

After series of re-run, all the following independents variable of employee engagement were not
significant with higher than 0.05. The table of the adjusted R square was 0.042 which means the

variability in the employee engagement that are representing was 4.2%. The final significate value

was 0.173 that meant the result was not statistically significant.

Table 17 - Regression Analysis of the Employee Engagement (Below 20: Final round)

Variables Entered/Removed®

Model

Variables
Entered

Variables
Removed

Method

Q19.6
Oganization
policies, Q19.1
Work
enviroment,
Q19.2
Leadership,
Q19.5

Com pensationb

Enter

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Summary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

.329°

0.108

0.069

1.282

Q19.5 Compensation

a. Predictors: (Constant), Q19.6 Oganization policies, Q19.1 Work enviroment, Q19.2 Leadership,
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ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 18.184 4 4.546 2.766 032°
Residual 149.555 91 1.643
Total 167.740 95

a. Dependent Variable: Q20 Engagement level
b. Predictors: (Constant), Q19.6 Oganization policies, Q19.1 Work enviroment, Q19.2 Leadership, Q19.5 Compensation

Coefficients®
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 2.245 0.452 4.970 0.000
Q19.1 Work -0.421 0.179 -0.385 -2.347 0.021 0.364 2.749
enviroment
Q19.2 0.438 0.202 0.364] 2.167 0.033 0.348 2.873]
Leadership
Q19.5 0.436 0.189 0.405| 2.308 0.023 0.318 3.148]
Compensation
Q19.6 -0.419 0.188 -0.362 -2.230 0.028 0.371 2.692,
Oganization
policies

a. Dependent Variable: Q20 Engagement level

At the final round of regression test, the researcher has taken out all the independent variables that
with a significate value higher than 0.05, and the significate value in the final result is 0.032. Also,
the VIF were all below than 4, which means there was no significant multicollinearity in the
regression analysis. The standardized coefficient for leadership is 0.364, according to the research
done by Ravikumar (2013), the standardized coefficient of leadership and employee engagement
is 0.215, by comparing the results if these two researches, in this study, the leadership has a high
standard. For the compensation, the standardized coefficient is 0.405, According to the research
done by Othman et al in 2019 (Othman et al., 2019), the standardized coefficient of compensation
and employee engagement is 0.290, by comparing the results of these two researches, in this study,
the compensation has a high standard. Therefore, work environment and leadership had a positive
effect on the employee engagement, and work environment organization policies had a negative

effect on the employee engagement.
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4.2.3.2 Age group of 21-30

Table 18 - Regression Analysis of the Employee Engagement (21 to 30: First round)

Variables Entered/Removed®

Model

Variables
Entered

Variables
Removed

Method

Q19.9 Work life
balance, Q19.1
Work
enviroment,
Q19.3 Team
and co-worker,
Q19.5
Compensation,
Q19.4 Training
and career
development,
Q19.2
Leadership,
Q19.7
Workplace well-
being, Q19.6
Oganization
policies, Q19.8
Communication®

Enter

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Su

mmary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

g

.546°

0.299

0.226

1.187

a. Predictors: (Constant), Q19.9 Work life balance, Q19.1 Work enviroment, Q19.3 Team and co-
worker, Q19.5 Compensation, Q19.4 Training and career development, Q19.2 Leadership, Q19.7
Workplace well-being, Q19.6 Oganization policies, Q19.8 Communication

ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 52.181 9 5.798 4.116 .000°
Residual 122.562 87 1.409
Total 174.742 96

a. Dependent Variable: Q20 Engagement level

b. Predictors: (Constant), Q19.9 Work life balance, Q19.1 Work enviroment, Q19.3 Team and co-worker, Q19.5
Compensation, Q19.4 Training and career development, Q19.2 Leadership, Q19.7 Workplace well-being, Q19.6 Oganization
policies, Q19.8 Communication




Coefficients®

Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 0.539 0.493 1.092 0.278
Q19.1 Work 0.298 0.176 0.256 1.694 0.094 0.352 2.839
enviroment
Q19.2 -0.043 0.205 -0.034 -0.208 0.836 0.306 3.271
Leadership
Q19.3 Team 0.129 0.175 0.106 0.739 0.462 0.395] 2.531
and co-worker
Q19.4 Training -0.440 0.208 -0.365| -2.115 0.037 0.271 3.696
and career
development
Q19.5 -0.364 0.164 -0.340, -2.219 0.029 0.344 2.910
Compensation
Q19.6 0.528 0.226 0.435 2.339 0.022 0.234 4.281
Oganization
policies
Q19.7 0.155 0.223 0.130 0.698 0.487 0.232 4.301
Workplace well-
being
Q19.8 0.277 0.218 0.247| 1.266 0.209 0.212 4.723
Communication
Q19.9 Work life 0.108 0.204 0.089 0.528 0.599 0.287 3.490
balance

a. Dependent Variable: Q20 Engagement level

After series of re-run, all the following independents variable of employee engagement were not
significant with higher than 0.05. The table of the adjusted R square was 0.226 which means the

variability in the employee engagement that are representing was 22.6%. The final significate

value was 0.000 that meant the result was highly statistically significant.

Table 19 - Regression Analysis of the Employee Engagement (21 to 30: Final round)

Variables Entered/Removed®

Variables Variables
Model Entered Removed Method
1 Q19.6 Enter
Oganization
policiesb

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Summary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

436°

0.190

0.181

1.221

a. Predictors: (Constant), Q19.6 Oganization policies
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ANOVA®

Sum of
Model Squares df Mean Square F Sig.
1 Regression 33.188 1 33.188 22.273 .000°
Residual 141.554 95 1.490
Total 174.742 96
a. Dependent Variable: Q20 Engagement level
b. Predictors: (Constant), Q19.6 Oganization policies
Coefficients®
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 1.080 0.415 2.604 0.011
Q19.6 0.530 0.112 0.436 4.719 0.000 1.000 1.000|
Oganization
policies

a. Dependent Variable: Q20 Engagement level

At the final round of regression test, the researcher has taken out all the independent variables that

with a significate value higher than 0.05, and the significate value in the final result is 0.000. The

standardized coefficient is 0.436, according to the research done by Othman et al. (2019), the

standardized coefficient of organisation policies and employee engagement is -0.109, by

comparing the results if these two researches, organisation policies has a very high standard. Also,

the VIF was 1, which means there was no significant multicollinearity in the regression analysis.

Therefore, organization policies had a positive effect on the employee engagement.
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4.2.3.3 Age group of 31-40

Table 20 - Regression Analysis of the Employee Engagement (31 to 40: First round)

Variables Entered/Removed®

Model

Variables
Entered

Variables
Removed

Method

Q19.9 Work life
balance, Q19.3
Team and co-
worker, Q19.1
Work
enviroment,
Q19.4 Training
and career
development,
Q19.2
Leadership,
Q19.5
Compensation,
Q19.8
Communication,
Q19.7
Workplace well-
being, Q19.6
Oganization
policies”

Enter

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Su

mmary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

413°

0.1

70

0.082

1.390

a. Predictors: (Constant), Q19.9 Work life balance, Q19.3 Team and co-worker, Q19.1 Work
enviroment, Q19.4 Training and career development, Q19.2 Leadership, Q19.5 Compensation, Q19.8
Communication, Q19.7 Workplace well-being, Q19.6 Oganization policies

ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 33.708 9 3.745 1.938 057°
Residual 164.250 85 1.932
Total 197.958 94

a. Dependent Variable: Q20 Engagement level

Oganization policies

b. Predictors: (Constant), Q19.9 Work life balance, Q19.3 Team and co-worker, Q19.1 Work enviroment, Q19.4 Training and
career development, Q19.2 Leadership, Q19.5 Compensation, Q19.8 Communication, Q19.7 Workplace well-being, Q19.6
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Coefficients®

Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 1.345 0.578 2.324 0.022
Q19.1 Work 0.179 0.197 0.125 0.907 0.367 0.517 1.935
enviroment
Q19.2 0.061 0.212 0.043 0.288 0.774 0.432 2.314
Leadership
Q19.3 Team 0.181 0.204 0.132] 0.888 0.377 0.446 2.245
and co-worker
Q19.4 Training -0.082 0.235 -0.057| -0.350 0.727 0.371 2.698
and career
development
Q19.5 -0.035 0.212 -0.026| -0.164 0.870 0.395 2.534
Compensation
Q19.6 -0.423 0.288 -0.316| -1.472 0.145 0.212 4.726
Oganization
policies
Q19.7 -0.174 0.250 -0.132 -0.698 0.487 0.271 3.687
Workplace well-
being
Q19.8 0.522 0.241 0.405| 2.162 0.033 0.279 3.589
Communication
Q19.9 Work life 0.327 0.268 0.250 1.221 0.225 0.233 4.285]
balance

a. Dependent Variable: Q20 Engagement level

After series of re-run, all the following independents variable of employee engagement were not
significant with higher than 0.05. The table of the adjusted R square was 0.082 which means the

variability in the employee engagement that are representing was 8.2%. The final significate value

was 0.057 that meant the result was not statistically significant.

Table 21 - Regression Analysis of the Employee Engagement (31 to 40: Final round)

Variables Entered/Removed®

Variables Variables
Model Entered Removed Method
1 Q19.8 Enter
Communication”

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Summary

Model

R

R Square

Adjusted R Square| Std. Error of the Estimate

1

3472 0.120

0.111

1.368

a. Predictors: (Constant), Q19.8 Communication
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ANOVA®

Sum of
Model Squares df Mean Square F Sig.
1 Regression 23.805 1 23.805| 12.712 .001°
Residual 174.153 93 1.873
Total 197.958 94
a. Dependent Variable: Q20 Engagement level
b. Predictors: (Constant), Q19.8 Communication
Coefficients®
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 1.688 0.441 3.826 0.000
Q19.8 0.447 0.125] 0.347 3.565 0.001 1.000 1.000
Communication

a. Dependent Variable: Q20 Engagement level

At the final round of regression test, the researcher has taken out all the independent variables that

with a significate value higher than 0.05, and the significate value in the final result is 0.001.

According to the research done by Krishnan & Wesley (2013), the standardized coefficient of

communication and employee engagement is 0.842, by comparing the results if these two

researches, in this study, the leadership has a moderate standard. Also, the VIF was 1, which means

there was no significant multicollinearity in the regression analysis. Therefore, communication

had a positive effect on the employee engagement.



4.2.3.4 Age group of 41-50

Table 22 - Regression Analysis of the Employee Engagement (41 to 50: First round)

Variables Entered/Removed?

balance, Q19.2
Leadership,
Q19.1 Work
enviroment,
Q19.5
Compensation,
Q19.4 Training
and career
development,
Q19.3 Team
and co-worker,
Q19.8
Communication,
Q19.6
Oganization
policies, Q19.7
Workplace well-
being®

Variables Variables
Model Entered Removed Method
1 Q19.9 Work life Enter

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Summary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

.350°

0.122

0.029

1.424

a. Predictors: (Constant), Q19.9 Work life balance, Q19.2 Leadership, Q19.1 Work enviroment, Q19.5
Compensation, Q19.4 Training and career development, Q19.3 Team and co-worker, Q19.8
Communication, Q19.6 Oganization policies, Q19.7 Workplace well-being

ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 24.016 9 2.668 1.315 241"
Residual 172.468 85 2.029
Total 196.484 94

a. Dependent Variable: Q20 Engagement level

Workplace well-being

b. Predictors: (Constant), Q19.9 Work life balance, Q19.2 Leadership, Q19.1 Work enviroment, Q19.5 Compensation, Q19.4
Training and career development, Q19.3 Team and co-worker, Q19.8 Communication, Q19.6 Oganization policies, Q19.7
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Coefficients®
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 2.744 0.564 4.865) 0.000
Q19.1 Work 0.040 0.200 0.034 0.200 0.842 0.359 2.787
enviroment
Q19.2 0.116 0.214 0.090 0.544 0.588 0.379 2.637
Leadership
Q19.3 Team 0.344 0.254 0.263| 1.355 0.179 0.274 3.645
and co-worker
Q19.4 Training -0.380 0.225 -0.310, -1.686 0.095 0.305 3.281
and career
development
Q19.5 0.139 0.211 0.120 0.659 0.511 0.313 3.192
Compensation
Q19.6 0.179 0.258 0.149 0.693 0.490 0.224 4.460|
Oganization
policies
Q19.7 0.265 0.252 0.246 1.051 0.296 0.189 5.294
Workplace well-
being
Q19.8 -0.615 0.237 -0.545 -2.596 0.011 0.234 4.274
Communication
Q19.9 Work life 0.024 0.200 0.022 0.119 0.906 0.311 3.212
balance
a. Dependent Variable: Q20 Engagement level

After series of re-run, all the following independents variable of employee engagement were not
significant with higher than 0.05. The table of the adjusted R square was 0.029 which means the
variability in the employee engagement that are representing was 2.9%. The final significate value

was 0.241 that meant the result was not statistically significant.



Table 23 - Regression Analysis of the Employee Engagement (41 to 50: Final round)

Variables Entered/Removed®
Variables Variables
Model Entered Removed Method

1 Q19.8 Enter
Communication,
Q19.3 Team
and co-worker”
a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Summary
Model R R Square |Adjusted R Square| Std. Error of the Estimate
1 238° 0.057 0.036 1.419

a. Predictors: (Constant), Q19.8 Communication, Q19.3 Team and co-worker

ANOVA?®
Sum of
Model Squares df Mean Square B Sig.
1 Regression 11.165 2 5.582 2771 .068°
Residual 185.319 92 2.014
Total 196.484 94

a. Dependent Variable: Q20 Engagement level
b. Predictors: (Constant), Q19.8 Communication, Q19.3 Team and co-worker

Coefficients®

Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 2.814 0.477 5.902 0.000
Q19.3 Team 0.469 0.208 0.358 2.257 0.026 0.407 2.459
and co-worker
Q19.8 -0.388 0.179 -0.344 -2.165 0.033 0.407 2.459
Communication

a. Dependent Variable: Q20 Engagement level

At the final round of regression test, the researcher has taken out all the independent variables that
with a significate value higher than 0.05, and the significate value in the final result is 0.068. Based
on the result in the correlation test and the regression test, the researcher determined that the 9

factors at the age range from 41-50 had no significant relationship on the employee engagement.
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4.2.3.5 Age group of 51-60

Table 24 - Regression Analysis of the Employee Engagement (51 to 60: First round)

Variables Entered/Removed®

Model

Variables
Entered

Variables
Removed

Method

Q19.9 Work life
balance, Q19.3
Team and co-
worker, Q19.1
Work
enviroment,
Q19.5
Compensation,
Q19.2
Leadership,
Q19.6
Oganization
policies, Q19.8
Communication,
Q19.7
Workplace well-
being, Q19.4
Training and
career
development®

Enter

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Su

mmary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

402°

0.1

61

0.069

1.352

a. Predictors: (Constant), Q19.9 Work life balance, Q19.3 Team and co-worker, Q19.1 Work
enviroment, Q19.5 Compensation, Q19.2 Leadership, Q19.6 Oganization policies, Q19.8
Communication, Q19.7 Workplace well-being, Q19.4 Training and career development

ANOVA®

Model

Sum of
Squares

df

Mean Square

Sig.

Regression

28.848

9

3.205

1.753

.090°

Residual

149.892

82

1.828

Total

178.739

91

a. Dependent Variable: Q20 Engagement level

b. Predictors: (Constant), Q19.9 Work life balance, Q19.3 Team and co-worker, Q19.1 Work enviroment, Q19.5
Compensation, Q19.2 Leadership, Q19.6 Oganization policies, Q19.8 Communication, Q19.7 Workplace well-being, Q19.4
Training and career development
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Coefficients®
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 2.023] 0.546 3.704 0.000
Q19.1 Work 0.259 0.161 0.218 1.604 0.112 0.554 1.806
enviroment
Q19.2 -0.078 0.200 -0.068| -0.390 0.697 0.336 2.974
Leadership
Q19.3 Team 0.291 0.195 0.243] 1.495 0.139 0.387 2.586
and co-worker
Q19.4 Training -0.019 0.227 -0.018| -0.085 0.932 0.234 4.282]
and career
development
Q19.5 0.000 0.195 0.000 -0.002 0.999 0.412 2.427]
Compensation
Q19.6 0.340 0.212 0.295 1.602 0.113 0.302 3.313
Oganization
policies
Q19.7 0.066; 0.234 0.056 0.280 0.780 0.255 3.923
Workplace well-
being
Q19.8 -0.308 0.219 -0.291 -1.405 0.164 0.239 4.179
Communication
Q19.9 Work life -0.016 0.202 -0.014 -0.079 0.937 0.315 3.178
balance
a. Dependent Variable: Q20 Engagement level

After series of re-run, all the following independents variable of employee engagement were not
significant with higher than 0.05. The table of the adjusted R square was 0.161 which means the
variability in the employee engagement that are representing was 16.1%. The final significate

value was 0.090 that meant the result was not statistically significant.
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Table 25 - Regression Analysis of the Employee Engagement (51 to 60: Final round)

Variables Entered/Removed®

Variables Variables
Model Entered Removed Method
1 Q19.6 Enter
Oganization
policiesb

a. Dependent Variable: Q20 Engagement level

b. All requested variables entered.

Model Summary
Model R R Square |Adjusted R Square| Std. Error of the Estimate
1 288 0.083 0.072 1.350
a. Predictors: (Constant), Q19.6 Oganization policies
ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 14.775 1 14.775 8.110 .005°
Residual 163.964 90 1.822
Total 178.739 91
a. Dependent Variable: Q20 Engagement level
b. Predictors: (Constant), Q19.6 Oganization policies
Coefficients®
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics

Model B Std. Error Beta Sig. Tolerance VIF
1 (Constant) 2.713] 0.394 6.884 0.000

Q19.6 0.331 0.116 0.288 2.848 0.005 1.000 1.000|

Oganization

policies
a. Dependent Variable: Q20 Engagement level

At the final round of regression test, the researcher has taken out all the independent variables that
with a significate value higher than 0.05, and the significate value in the final result is 0.005. The
standardized coefficient is 0.288, according to the research done by Othman et al. (2019), the
standardized coefficient of organisation policies and employee engagement is -0.109, by
comparing the results if these two researches, organisation policies has a very high standard. Also,

the VIF was 1, which means there was no significant multicollinearity in the regression analysis.

Therefore, organization policies had a positive effect on the employee engagement.
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Table 26 — Comparison of the standardized coefficients

Factors Standardized coefficient in this research Standardized coefficient in other researches Significant level
Compensation 0.405 0.29 High
Leadership 0.364 0.215 High
Organisation policies
a) Age range 21-30 0.43 -0.109 Very high
b) Age range 51-60 0.288 -0.109 Very high
Communication 0.347 0.842 Moderate

Based on the above table, the researcher has compared the standardized coefficients in this research

with the other researches, in order to get a better understanding of the result in this study.

Age Group

Work environment 0.385 ———— Below 20

Leadership 0.364

- 21-30 >
Compensation 0.405
-0.362
Organization policies 0.436%*

0.288%*

31-40
Employee Engagement
Communication 0.347**
Work life balance
41-50

Team and co-worker

Y

Training and career development

51-60 >

Workplace well-being

Figure 23 — Result of the research model

Table 27 — Results of the hypothesizes

Hypothesis Result

1 Working environment has a significant relationship/ effect of different generations on their employee Support
engagement in the manufacturing industry in South China

2 Leadership has a significant relationship/ effect of different generations on their employee engagement in Support
the manufacturing industry in South China

3 Team and co-worker has a significant relationship/ effect of different generations on their employee Mot Support
engagement in the manufacturing industry in South China

4 Training and career development has a significant relationship/ effect of different generations on their Not Support
employee engagement in the manufacturing industry in South China

5 Compensation has a significant relationship/ effect of different generations on their employee Support
engagement in the manufacturing industry in South China

6 Organizational policies has a significant relationship/ effect of different generations on their employee Support
engagement in the manufacturing industry in South China

7 Wworkplace well-being has a significant relationship/ effect of different generations on their employee Not Support
engagement in the manufacturing industry in South China

8 Communication has a significant relationship/ effect of different generations on their employee Support
engagement in the manufacturing industry in South China

S Work life balance has a significant relationship,/ effect of different generations on their employee Not Support
engagement in the manufacturing industry in South China
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4.3 Section conclusion

In this section, the researcher presented a summary of results after the collection of data through
the designed questionnaire by using descriptive and inferential statistics. The data had been
processed and the relationships between the independent variable and the employee engagement
are exanimated. The final result showed that working environment, leadership, compensation,
organisational policies and communication have a significant impact on the employee engagement
among different age group in the manufacturing industry in South China, and Table 27 has
indicated the hypothesis test results. Based on the results above, the researcher would continue for

further discussion and recommendation in the following chapter.
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Chapter 5 — Conclusions and Recommendations

In this chapter, the researcher would review and summarize literatures and analyses of the entire
study that discussed in the above chapters, the results and findings would be used for the discussion

of the conclusion and recommendation for this study.

5.1 Discussion

5.1.1 Demographics

The respondents in this study are mainly female, which is 51%, slightly higher than male, and the
distribution among the generation groups is even, 70.1% of the respondents are married and 70%
have child or children. The education level of the respondents that have completed junior high
school, which is 48%. The data collected indicated that most of the respondents in this study are

less educated, married and have child or children in the manufacturing industry in South China.

5.1.2 Descriptive statistics of the different factors

For the descriptive statistic, it found that the top four factors that ranked by the respondents from
different generations which they thought are important to them, the most important factor is
compensation and it followed by work environment, team and co-worker and leadership. The
recognition towards employee’s contribution and thus rewards disbursed are both indispensable
antecedents of employee engagement (Saks & Rotman, 2006). The means of the satisfactory level
of all the factors by all the respondents to their current workplace were all above 3 out of 5, which

meant all the respondents were satisfied with their current workplace situation.

The results found that different generation had different preference when they were contributing

their employee engagement into their workplace. All of the generation are focus on the



compensation and work environment, while the age range below 20, 31-40 and 41-50 were focus
on leadership and the age group 21-30 and 51-60 were focused on team and co-worker. For the
compensation, from the data collected, the researchers found that 70% of the respondents have
kids, which meant the compensation were important to the respondents since they have the
economic needs and pressure because of their family and kids, when the company has a good
salary package, the employee engagement of the employees would be higher. For the work
environment, the researcher found that all the respondents in this study were considered it was also
an important factor to them to contribute their engagement to their workplace, since Deci & Ryan
(1987) had suggested that a supportive working environment is one which takes employees’ needs
and feelings into consideration, provides positive feedback and encourages them to actively raise

their concerns in order to help develop new skills and solve work-related issues.

5.1.3 Inferential statistics of the satisfactory of different factors

For the inferential statistics, the reliability analysis has shown that the question was acceptable
with a result of 0.943, it was lied between the range of 0.6 to 0.95, and no questions had to be
removed from the questionnaire. The correlation test of the different factors toward to employee
engagement in different age groups found that for age group below 20 and 41-50 were not having
a significant relationship between the different factors and employee engagement. For age group
21-30, all factors were having a positive significant relationship; For age group 31-40, all factors
except training and career development, were all having a positive significant relationship. For age
group 51-60, except compensation, leadership and communication, all the remaining factors were

having a positive significant relationship.



Table 28 — Different factors effects on the age groups

AGE GROUPS POSITIVE EFFECT NEGATIVE EFFECT
BELOW 20 Leadership, Compensation Work environment, Organisation
policies
21-30 Organisation policies -
31-40 Communication -
41-50 - -
51-60 Organisation policies -

For the regression test, the results indicated that work environment, leadership, compensation,
organization policies and communication have different impact on the employee engagement in
different age group. Based on the above table, the researcher has the following conclusions for

different age groups:

For the age group below 20, work environment and organization policies were having a negative
effect on employee engagement, while leadership and compensation were having a positive effect
on employee engagement in this age group. The results showed that leadership and compensation
had a great impact for this age group and their performances of employee engagement would be
affected by these two factor in long-term, while work environment and organisation had a negative
effect on their employee engagement, which means these two factors would have little effect on
their engagement level. The reason for this age group to focus on their compensation is due to the
increasing inflation rate, according to South China Morning Post (Mullen, 2020), the inflation rate
has increased from 2.4 in 2019 to 2.7% in July 2020 due to the COVID-19 influence and the food
shortage problem. Therefore, the respondents of this age group were concerned about the
compensation due to the unstable economic situation. For the leadership, the reason why the
employees in this age group is due to the generation change in the past decades, the employees

within this age range are more focusing on effective two-way communication between their team
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leaders or their seniors, they are more concerned how the relationship between their bosses and
themselves. Therefore, a good leadership would have a great influence of their employee

engagement in this age group.

For the age group 21-30 and 51-60, organization policies were having a positive effect on the
employee engagement, which has a same result with the research by Woodruftfe (2005), he stated
that good organisational policies are those best promote flexible working arrangements to help
employees in balancing employee’s work and home environments, such organisations tend to have
employees with greater engagement. The reason why organisation policies are important is the
organisation policies can help them to know where to ask for help and they can secure themselves
through the rules and regulations that set by the companies which are aligned with the legal laws
of the countries. Besides, comprehensive organisation policies could help them to defend their
employers if there were somethings unfair or illegal treatment happened. For age group range 21-
30 are focused on whether they are having a fair treatment in their workplace, which they are
concerned about the problem of fairness; while for age group 51-60, due to their age, the company
might use some illegal actions to terminate them without any reason, the organisation policies

could protect them when this situation exists.

For the age group 31-40, communication was having a positive effect on the employee engagement,
the finding has the same result with the research that done by Bakker & Demerouti (2008), which
means an effective communication does have an important influence on the employee engagement
among this age group. The reason is since the employees in this age group have already had a
number of years of experience in the industry, therefore, they would be more focused on the
communication between their bosses and co-workers, and respect would be the main consideration.
An effective communication would make them feel they are important to the workplace and create

a good atmosphere to the workplace.
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5.2 Recommendation

Based on the above findings which indicated that different factors had positive and negative
influences among the different generations while they are contributing their engagement into their
workplaces. The companies in manufacturing industry in South China should pay more attention

and put more effort on these aspects in order to achieve a higher or better employee engagement.

For leadership, the management level staff in the companies in the manufacturing industry in South
China should provide more supporting and give more motivation to the employees in order to
understand the needs and suggestions. Also, delegation is an important element to provide a better
connection between the management level staff and the employees, since this action can make the
employee feel that they are being trust by their leaders and their sense of belonging to the
workplaces would be increase. Therefore, the leaders should focus more on their teammates and

build up the connections with them.

For compensation, a good salary package would definitely increase the employee’s engagement to
their workplaces, therefore, by comparing the companies’ current compensation package and the
market average rate, to see what can the companies offer, and design a better remuneration package

for the employees.

For organisation policies, the companies should review the companies’ organisation polices
regularly, by comparing with the government up-to-date rules and regulations, to make sure the

company policies are fully covered the benefits and the staff are protected under the policies.

For communication, the annual general meeting should be conducted in order to collect the

employee’s feedback about their opinion to the company. Also, regular monthly review need to be
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conduct to make sure the company itself and the employees are on the same page, and the company
could understand more about the needs and feelings of the employees. Besides, some small
activities could be hold, to increase the engagement between the two parties, rather just the

communication on the company issues, but more personal in a more relaxing way.

5.3 Conclusion

In this study, the research aim and objective had achieved successfully through the analysis the
nature of the different generations and employee engagements, indicating the evaluating the effects
of different factors on the employee engagement in different generations. The findings have
provided a strong evidence on what would be the factors that are affecting the employee
engagement among the different generations. According to the results, the researcher understood
that different generations would be affected by different factors since the different generations are
having different preference and values, and these factors should be put in consideration when the
companies in the manufacturing industry in South China are planning to enhance the employee
engagement of their employee, these include leadership, compensation, organisation policies and
communication. The companies in the manufacturing industry in South China should be more
focus on the employee’s engagement towards to the companies, and should treat their staff as an
asset to their companies, especially under this pandemic and the intense competition of talent,
providing a better place and increase the satisfactory level of the employees to the companies could
increase the efficiency, productivity and quality of products in both short run and long run. Also,
it can help to retain or recruit competitive and productive employees. To conclude, the
management should pay attention to the employee’s needs and suggestions, in order to provide a
better place for them to work and increase their sense of belonging to their workplace; review the
satisfactory level of the employees to the workplace, to make adjustment to satisfy the employees

with a reasonable and acceptable level.
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Appendixes

Appendix A — Questionnaire

Research Questionnaire

This 1s a brief questionnaire designed to research on What factor(s) affect employee
engagement of different generations in manufacturing industry in South China. It should

take around 2-3 minutes to complete. This questionnaire follows the principle of voluntary

participation and can be launched at any time if participants feel any discomfort. Besides, the
questionnaire will be filled in anonymously to protect the privacy of respondents. Thank you
very much for your participation.

{Please tick or circle the relevant boxes)

Ql. Gender O Male O Female 0O Others
Q2. Age O 20 and below O 21-25 O 26-30 O 31-40
O 41-50 O 51-60 O 61-65 O Over 65
Q3.  Marital status OO0 Single O Married 0O Divorced O Widow O Other
Q4. No of kids 0 1 2 3 3+

Q5. Education

O Less than primary school O Primary school graduated

O Junior high school O Technical school / High school graduated
O Junior college O Bachelor’s Degree

O Postgraduate and above O Other (please specify):

Q6.  Gross monthly income (Include all overtime and allowances)
O ¥3.000 orbelow 0O ¥3.001-¥4.499 0O ¥4.501-¥6,000 O ¥6,001-¥8.000
O ¥8.001-¥11.,000 0O ¥11.001-¥15,000 O ¥15.000-¥18,000 O ¥18,000+
Q7.  Nature of business
O Manufacturing (factory operation) O Non-manufacturing

Q8. Nature of the company

O HK Owned O Foreign Owned(not include HK) O Chinese Owned
O Joint Venture O State-Owned Enterprise O Others:
Q9. How many years have you been working in different nature companies?
HK Owned
Foreign Owned (not imnclude HK)
Chinese Owned
Joint Venture
State-Owned enterprise
Others:
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Q10. Which city is your current company located in Greater Bay Areas (11 cities)?

OO0 Hong Kong O Macau O Guangzhou O Shenzhen
O Zhuhai O Foshan O Zhongshan O Dongguan
O Huizhou 0O Jiangmen O Zhaoqing O Other cities
Ql1l. Is the location that you are currently working in is where you originally from?
O Yes O No
Q12. How long have you been working in the current company? (in year)
Less 1 1 2 3 4 5 6 7 8 9 10 11-15 | 16-20 |21+
Q13. In which department do you work?
O Account and Finance O Administration O Engineering
O Sales and Marketing O Production operation O Purchasing
O Research and Development O Repair and maintenance O HR
O Quality O Others

QI14. Is your job mainly technical or non-technical?

O Technical (over 50% of your responsibility)

O Non- technical (over 50% of vour responsibility)
Q15. How many direct report staffs?

0 1-5 6-10 11-20 21-30 31-50 51-100 100+

QI16. Total working years (* Include working experience in current company)

o 1 2 3 4 5 6 7 8 9 10 11 12 13 14 151620 |21+

Q17. How many companies have vou been worked for? (Include current company)

1 2 3 4 5 6 7 8 9 10 10+

QI18. Rank the following factors that might affect your employee engagement. (Please rank
all from I to 9 (1 is the most important, 9 is relatively least important, and cannot

duplicate.)

Work environment

Leadership

Team and co-worker

Tramng and career development

Compensation
Orgamzation policies
Workplace well-being
Communication
Work life balance

Sowrce: Memon, 5B. et al. (2018) Assessing the work engagement, work practices and work performance in banks. Journal of
Administrative and Business Studies. 4. 165-184. 10.20474/jabs-4.3 5.
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Q19. Please circle the best descriptions satisfactory level for the following factors with your

current job.( say 1 to 10 (1 is not at all satisfied, 10 is very satisfied)

1 Work environment 1123 |4 5|6 |7| 8910
2 Leadership 1|1 2|3 | 45|67 |8 (910
3 Team and co-worker 1| 2|3 4|5 |67 8]|9]|10
4 Traming and career development 1| 2|3 | 4|5 |6 |7 |8(9]10
5 Compensation 123 |4 |5|6|7|8|9]|10
6 Organization policies 1| 2|3 | 4|5 |6 |7 |8(9]10
7 Workplace well-being 1123|456 |7| 8910
8 Communication 1|23 |4|5|6|7|8|9]|10
9 Work life balance 1| 2|3 | 4|5 |6 |7 | 8910

Source: Memon, 5.B. et al. (2018) Assassing the work engagement, work practices and work performance in banks. Journal of
Administrative and Business Studies. 4. 165-184. 10.20474/jabs-4.3.5.

Q20. How long will you serve with your present company? (in months)

3 6 12 24 36 36+
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Appendix B — Pilot Test

Reliability Statistics

Cronbach's Alpha

N of ltems

0.918

Item-Total Statistics
Scale Variance if ltem

Scale Mean if tem Deleted

Deleted

Corrected ltem-
Total Correlation

Cronbach's Alpha if ltem Deleted

Q19.1 Work enviroment

Q19.2 Leadership

Q19.3 Team and co-worker

Q19.4 Training and career development
Q19.5 Compensation

Q19.6 Oganization policies

Q19.7 Workplace well-being

Q19.8 Communication

Q19.9 Work life balance

24.85
24.45
24.29
24.67
24.85
24.51
24.54
24.45
24.62

62.166
60.611
60.461
58.438
59.71
58.909
57.485
57.43
58.21

0.51
0.693
0.665
0.812
0.692
0.735
0.786
0.763
0.763

0.923

0.91
0.912
0.903

0.91
0.907
0.904
0.905
0.906
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students and SIX months for part time students, after the commencement of the research degree or Part Two.
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Student Grven / First name: Man Kam Ken
Student Number 1812206
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Proposed Research

Current Proposed Title (20 / 30 words):

China?

What factor(s) affect employee engagement of different generations in manufactunng mdustry m South

Background & Context {approx. 500 words)

With the development of China’s economy, the industry development in the South China areas being rapid
and fast, according to the statistic, the China’s industrial production (Tradingeconomics.com, 2019) has an
increasing percentage from 2009 to 2019 In September 2019, the China” industry production has an
increase with 5 8%, compared with 4 4% 1in August 2019 and the market expectation of 5%. the result
September 2019 has been over the market expectation.
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According to stats gov.cn (2018), China 2018 GDP 15 90.03 trillion. Although total South China contributed
GDP 15 12.246 tnllion, ranked third GDP, but Guangdong province contributed 9.727 trillion about 10.8%
of total GDP, ranked first province in China. Also the Guangdong province 1s earliest province which a lot
of Hong Kong and Taiwan SMEs started manufacturi.n% business. So we selected South China for this
research.

Due to the rapidly development of the South China industry. the demand for talent has increased (Mason and
Sardone, 2019), therefore, companies will use different facilities, retaining talents and attracting more talents.
produce greater productivity and competitiveness for the company. Globally, unemployment 1s at 1ts lowest
level in nearly a decade. In the past, the company's treatment and support for employees became the main
consideration for emplovees' engagement. However, due to the improvement of the overall level of
employees. their requirements for the sense of expenence brought by the work increased. and the treatment
and support for employees were no longer the main consideration. According to the study, even though
companies are offering new and diversified incentives, better technology to improving employees' well-
being, still a third of satisfied emplovers are considering quutting.

Employee engagement (Kruse, 2012) 1s mmportant to the company's productivity and competifiveness. This
1s the reason why companies focus on the employee expenience, treat the emplovee as a guest, optimize the
company's management procedures and the process of handling things, let employees feel that their work
environment keeps pace with the times, and the humanized experience 1s also one of the factors they
consider. According to the study by Blessing White (2006), strong manager-employee relationship (Markos,
5. and Sndevi. M.S_. 2010) 1s a crucial ingredient in the emplovee engagement. and traming and career
developments are also the importance factors for emplovee engagement; While the research report by the
Society for Human Resource Management (Lee, C. et al., 2016) suggested that the relationship of team and
co-workers and the meaningfulness of the job would be the crucial factors of emplovee engagement. As
there are not consistent findings with the employee engagement factors. therefore. this research conducts as
to explore further.

The purpose of this research 1s to explore finding and study the factors that affect employee engagement,
whether the company's employee experience can enhance emploves engagement, and the considerations of
different age groups, and compare the ideas of employees of different ages to how the company brings them
expernience. The results of the research can help the company develop different employee expenience
programs for emplovyees of different ages. improve employee engagement, retain and attract talents. and
increase productivity and competitiveness for the company.

Literature Review
Definition:

- South China: One of big zone in southern China, 1t includes Guangdong, Guangxi, Hamnan, Hong Kong
and Macan (Baike baidu com (2019).

- Manufacturing: The process of transforming materials or components mto finished products that can
be sold in the marketplace (Levinson, 2018).

- Generation: A stratum who are born within a limited time range and who share not only the same date
of birth but also similar sociocultural expeniences (Edmunds and Turner, 2002).

- Emplovee Engagement: Employee engagement is the emotional commitment the employee has to the
orgamization and its goals (Kruse_ 2012).

August 2019 PG1 Full Research
Proposal
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7 independent variables:

1. Work environment: The composition of three major sub-environments which include the technical
Environment (as tools, equipment and technological infrastructure), the human environment (as
peers. employee relationship and interactional issue) and the organisational environment (as
managerial policies, philosophies and legislation) (Noah and Steve, 2012)

2. Leadership: A leader is one or more people who selects, equips. trains, and influences one or
more follower(s) who have diverse gifts. abilities, and skills and focuses the follower(s) to
the organization’s mission and objectives causing the follower(s) to willingly and
enthusiastically expend spiritual, emotional, and physical energy in a concerted coordinated
effort to achieve the organizational mission and objectives (Winston, 2006)

3. Team and co-worker
- Team: A group of people who are interdependent with respect to information, resources, and sklls
and who seek to combine their efforts to achieve a common goal (Thompson, 2014).

- Co-worker: A person who you work with. especially someone with a similar job or level of
responsibility (Dictionary.cambnidge.org. 2019).

4. Training and career development: Career development theones have focused on the human
lifespan. traits, vocational choice, assessment tools, values and self-understanding to guide adults in
their career decisions (Conlon. 2004).

5. Compensation: All forms of financial returns and tangible benefits that employee receives as
part of employment relationship. Compensation as it were being divided into two parts and
these are cash compensation which is the direct pay provided by employer for work
performed by the employee and fringe compensation which refers to employee benefit
programs (Das, 2014).

6. Organization policies: A set of guidelines and best practices put in place to protect the
company, employees, and customers. Organizational policies may cover employment
practices, employee conduct, disciplinary procedures, Internet and e-mail use
(Reporting talent20.co za, 2008).

7. Workplace well-being: Wellbeing is the state of being of an individual that is characterised
not only by good health or wellness, but also by comfort, satisfaction with one’s work and
home life, personal prosperity and some measure of happiness. (Pruyne, 2011)

| Wark eavironment I—
| Leadership l—

Team and Co-warker

Training and Career Development

| Compensation l—
| Organizntional policies Ii
| Warkplace well-being Ii

Figure I Factors toward employee engagement
Source: Memon, SB. et al. (2018) Assessing the work engagement, work practices and work performance in banks.
Joumal of Admmstrative and Business Studies. 4. 165-184. 10.20474/jabs-4.3 5.
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Aims and Objectives (approx... 250 — 300 words)

Employee engagement is an important factor i the company's productivity and competitiveness.
Employees' sense of responsibility and quality of work are among the important factors that determine the
quality of a company's products and services. According to the research that done by Cisr.out.edu (2017),
the potential business impact of the emplovee experience 15 also great. The company with better employee
experience has four times the average profit profitability of the companies with poor employee experience
and the average income 1s twice, obviously paying atiention to the emplovee's expenience can enhance the
company's profitability and revenue. By studying the behaviour and concerns of employees, we understand
what factors the company's employees are engaged in. Specifically, the study will investigate:

The composition of employees' engagement with the company
The needs of employees of different ages for employee experience
Factors Relationship to employee engagement

Lad Ped et

3.1 Work environment has sigmificant relationship with employee engagement?

3.2 Leadership has sigmificant relationship with emplovee engagement?

3.3 Team and co-worker have significant relationship with employee engagement?

3.4 Traming and career development have significant relationship with employee engagement?
3.5 Compensation has significant relationship with employee engagement?

3.6 Organization policies has significant relationship with employee engagement?

3.7 Workplace well-being has significant relationship with employee engagement?

The contribution of this research will be based on a systematic analysis of what factors will affect employee
engagement. This will constitute a company's way of designing employee experiences for different age
groups and increasing their engagement. In order to retam the company's talents mn this highly competitive
market and improve their engagement.

Proposed plan of work mcluding timetable

Timetable for proposed plan of work

Planned Development Target Date
Subnussion of form 112 November 2019
Literature review and research 15® December 2019
Design of research methodology 22th December 2019
Design of the questionnaire 29® December 2019
Conduct of the survey 16™ February 2020
Data analvysis 1* March 2020
Result and conclusion 21* March 2020
Completion all chapters for primary review 29% March 2020
Update and final review 5™ April 2020
Submussion of thesis 14® April 2020

Proposed methodology (approx. 500 words):

In order to better understand what factors affect the engagement of employees of different ages. this study
will adopt a two-stage approach. The first phase focuses on theonies and materials 1n the literature, with the
aim of generating meanmgful project samples for research topics. In the second phase, the quantitative
method will be used as the relationship between the data collected in the first phase of the analysis.

4
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In the first stage. the first would summarize the different viewpoints in the literature to propose different
assumptions, and to formulate the direction and problem of questionnaire.

In the second phase, the first objective is to verify the literature and research relationships collected during
the first phase. At this stage, questionnaire will be used to collect the required data and compare it with the
ideas presented in the first phase.

Survey procedure — The sample for this study will consist of employees who were worked or are working in
South China manufacturing industry. The data could be collected by questionnaires or face-to-face survey
questionnaires, under this circumstance. 1t 1s impossible to conduct individual interviews to all the
emplovees due the costs and human resources. Therefore, the main data collection method would be the
questionnaires, online questionnaire platform/manual distribute and collect questionnaire would be used in
this survey.

Sample size — Although there 1s no clear and certamn standard as to the required sample size in structural
equation modelling. an approach based on the number of indicators included in each study was proposed. i
which the minimum sample size should be k(k+1)/2, where k is the number of indicators (Jéreskog, 1993).
Maximum number of indicators to form the largest subscale for this study 1s expected to be 23, thus, a
sample size of 325 will be sufficient according to this criterion. However, an argument by Stevens (2012)
suggested that misspecification errors in modelling could be avoided only if a minimum sample size of 400
15 adopted. In this study, a fairly prudent sample size will be selected, that 1s of 300. As Kerlinger (1973)
suggested that the average response rate to voluntary survey to be 50%. based on this assumption, it is
necessary that approximately 1000 workers to be approached to fulfil the adequate sample size.

Data analysis — In accordance with the objectives of the study. data will be analysed using the
Statistical Package for Social Science (SPSS). Frequency of distribution and mean will be utilised as a
description for emplovees” engagement in the companies. Exploratory factor analysis will be adopted to
determune fundamental components or factors behind employees’ response. SPSS will be undertaken to
vindicate those factors, then to justify their relationships.

Introductory bibliography:

Apsc.gov.au (2018) 04 Emplovee engagement Available at: hitps://'www.apsc.gov.au/04-emplovee-
engagemeni=workplace-dnvers-of-emploves-engagement (Accessed 28th October 2019).

Baike baidu.com (2019) ZEE#5X Available ar https-//baike baidu.com/item/t£EHh /7596721 (Accessed
5th November 2019).

Cizr mit edu, (2017) Building Business Value with Employvee Experience, Available at
htips://www.avanade. com/'~'media/asset/ thinking/mit-research.pdf (Accessed 5th November 2019).

Clapon, P. (2016) The Top 3 Emplovee Engagement Drivers Available at: hitps://gethppy. com/emplovee-
ensasement/the-top-3-emploves-ensagsement-drivers (Accessed 28th October 2019).

Conlon, T.J. (2004) “Career Development Challenges for the 21st Century Workplace: A Review of the
Literature’, online submission. Available at: https:/files eric.ed. gov/fulltext ED492367.pdf (Accessed Sth
November 2019).

Das, K K. etal (2014) “A Literature Review on Compensation Management Practices’, Sch J Econ Bus
Meanag, 1(10), pp. 428-433.
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- Need to access internet to search related reference information.

- Need to go nearby manufactuning factories located in Dongguan (one of major manufactuning city in
Guangdong province) by driving car.

- Always follow the correct protocols when carry out field work or interviews.
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Intellectual Property IP

Appendix PG1

It 15 anticipated that Intellectual Property (IP) will be produced as a result of this research.

Tick /

Is the IP already subject to a separate agreement with a third party (e g
employer, sponsor or external funder)? If so please provide details below

Is the research dependent upon background IP owned by:

UWTSD | A third party

If so, please provide details below & O
Text box will expand
Tick /
I understand that: YES NO
If any party other than the student is likely to be involved in the | O
development of IP a separate IP agreement will be needed and 1t may be
necessary for the student fo assign the IP nights to the Umiversity.
If there are no third parties involved in the creation of the [P the student 15 = O
deemed to own the IP, however should the student wish to commercially
exploit their IP and require the assistance of the University to do so, they
will be required to assign their IP to the University. http:/uwtsd.ac ul/ip
https:/www.uwisd.ac.uk/media/uwtsd-website/content-
assets/documents/for-business/Intellectual-Property-Policy-Students-
Final pdf
Student Signature
Date:
Signature or Print Kwok Man Kam. Ken 10th Nov.
Name: 2019
9

August 2019 PG1 Full Research
Proposal

99



Appendix PG1

P, Prifysgol Cymru
5 ¥ Drindod Dewi Sant

- University of Wales
Trinity Saint David

Supervisory Team

Has the student proposed a viable research project that is appropriate for this programme that
should be supported by the Institute?

Supported: V Not Supported: [J

Authorisation

Lead Supervisor/Director | Signature or Print Name: Date:

of Studies

Institute Representative Signature or Print Name: Date:
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APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted
ethically. A researcher may not be covered by the University’s insurance if ethical approval
has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work
undertaken on a systematic basis in order to increase the stock of knowledge, including
knowledge of man, culture and society, and the use of this stock of knowledge to devise new
applications”. As such this covers activities undertaken by members of staff, postgraduate
research students, and both taught postgraduate and undergraduate students working on
dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies,
testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.
This form must be completed and approved prior to undertaking any research activity. Please

see Checklist for details of process for different categories of application.

SECTION A: About You (Principal Researcher)

Full Name: Kwok Man Kam Ken

Tick all boxes which apply:

Member of staff: ‘ O ‘ Student: ‘ & ‘ Honorary research fellow: O

Faculty/School/Centre: HKMA

Campus: University of Wales Trinity Saint David

E-mail address: Ken kwok8@gmail_com

Contact Telephone Number: 852-98368187

For students:

Student Number: 1812206 Undergraduate

Programme of Study" UWTSD MBA — Nov 2018 Intake Taught
Postgraduate

Director of Studies/Supervisor: DR. Leo Ho Research

SECTION B: Approval for Research Activity

Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process | YES | O | NO | &
for different levels of research by different categories of individual)

Date
If Yes, please indicate source of Research Degrees Committee O
approval (and date where known):
Faculty Research Committee O
Other (write in) 0

Approval in principle must be obtained from the relevant source prior to seeking ethical approval.
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SECTION C: External Ethical Guidance Materials

Please list the core ethical guidance documents that have been referred to during the completion
of this form (including any discipline-specific codes of research ethics, and also any specific
ethical guidance relating to the proposed methodology). Please tick to confirm that your
research proposal adheres to these codes and guidelines.

L

Research Ethics & Integrity Code of Practice 2017-2020 &
]
O
SECTION D: External Collaborative Research Activity
Does the research activity involve collaborators outside of the
University? YES = NO =

If Yes, please provide the name of the external organisation and name and contact details for the
main contact person:

Institution

Contact person name

Contact person e-mail address

Where research activity is carried out in collaboration with an external organisation

Does this organisation have its own ethics approval system? YES O NO X

If Yes, please attach a copy of any final approval (or interim approval) from the organisation

SECTION E: Details of Research Activity

What factor(s) affect employee engagement of different generations in

[rEmr= = manufacturing industry in South China?

Proposed start date: 234 October 2019 Proposed end date: 17% Apnl 2020

Purpose of research activity (including aims and objectives)

Outline the purpose, aims and objectives of the research activity, including key research questions.
Show briefly how existing research has informed the proposed activity and explain what the
research activity will add and how it addresses an area of importance. (Maximum 300 words)

Employee engagement 1s an important factor in the company's productivity and competitiveness. Employees'
sense of responsibility and quality of work are among the important factors that determine the quality of a
company's products and services. According to the research that done by Cisr.mit.edu (2017), the potential
business impact of the employee experience 1s also great. The company with better employee experience has
four times the average profit profitability of the companies with poor employee experience and the average
income is twice, obviously paying attention to the employee's experience can enhance the company's
profitability and revenue. By studying the behaviour and concerns of employees, we understand what factors
the company's employees are engaged in. Specifically, the study will investigate:

1. The composition of employees' engagement with the company
2. The needs of employees of different ages for employee experience
3. Factors Relationship to employee engagement
3.1 Work environment has significant relationship with employee engagement?
3.2 Leadership has significant relationship with employee engagement?
3.3 Team and co-worker have significant relationship with employee engagement?
3.4 Training and career development have significant relationship with employee engagement?
3.5 Compensation has significant relationship with employee engagement?
3.6 Organization policies has significant relationship with employee engagement?
3.7 Workplace well-being has significant relationship with employee engagement?
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The contribution of this research will be based on a systematic analysis of what factors will affect employee
engagement. This will constitute a company's way of designing employee experiences for different age groups
and increasing their engagement. In order to retain the company's talents in this highly competitive market
and 1mprove their engagement.

(this box should expand as you type)

Proposed methods

Provide a brief summary of all the methods that may be used in the research activity, making it
clear what specific techniques may be used. If methods other than those listed in this section are
deemed appropnate later, additional ethical approval for those methods will be needed. (Maximum
600 words)

In order to better understand what factors affect the engagement of employees of different ages, this study will
adopt a two-stage approach. The first phase focuses on theories and materials in the literature, with the aim of
generating meaningful project samples for research topics. In the second phase. the quantitative method waill
be used as the relationship between the data collected in the first phase of the analysis.

In the first stage. the first would summarize the different viewpoints in the literature to propose different
assumptions, and to formulate the direction and problem of questionnaire.

In the second phase, the first objective 1s to venify the literature and research relationships collected durning the
first phase. At this stage, questionnaire will be used to collect the required data and compare 1t with the 1deas
presented in the first phase.

Survey procedure — The sample for this study will consist of employees who were worked or are working
South China manufacturing industry. The data could be collected by questionnaires or face-to-face survey
questionnaires_ under this circumstance. it 1s impossible to conduct individual mterviews to all the employees
due the costs and human resources. Therefore. the main data collection method would be the questionnaires,
online questionnaire platform/manual distribute and collect questionnaire would be used 1 this survey.

Sample size — Although there is no clear and certain standard as to the required sample size in structural
equation modelling, an approach based on the number of indicators mcluded 1n each study was proposed, in
which the minimum sample size should be k(k+1)/2. where k is the number of indicators (Jéreskog, 1993).
Maximum number of indicators to form the largest subscale for this study 1s expected to be 23, thus, a sample
size of 325 will be sufficient according to this criterion. However, an argument by Stevens (2012) suggested
that muisspecification errors in modelling could be avoided only 1f a minimum sample size of 400 1s adopted.
In this study. a fairly prudent sample size will be selected. that 1s of 300. As Kerlinger (1973) suggested that
the average response rate to voluntary survey to be 30%, based on this assumption, it 15 necessary that
approximately 1000 workers to be approached to fulfil the adequate sample size.

Data analysis — In accordance with the objectives of the study. data will be analysed using the
Statistical Package for Social Science (SPSS). Frequency of distribution and mean will be utihised as a
description for emplovees’ engagement in the companies. Exploratory factor analysis will be adopted to
determine fundamental components or factors behind employees” response. SPSS will be undertaken to
vindicate those factors, then to justify their relationships.

(this box should expand as you type)
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Location of research activity
Identify all locations where research activity will take place.

South China — Dongguan
(this box should expand as you type)

Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical
considerations are complied with and that the relevant permissions are sought. Specify any local
guidelines (e.g. from local professional associations/leamed societies/universities) that exist and
whether these involve any ethical stipulations beyond those usual in the UK (provide details of any
licenses or permissions required). Also specify whether there are any specific ethical issues raised
by the local context in which the research activity is taking place, for example, particular cultural
sensitivities or vulnerabilities of participants.

N/A

(this box should expand as you type)

SECTION F: Scope of Research Activity

Will the research activity include:

=<
m
w
=
o

Use of a questionnaire or similar research instrument?

Use of interviews?

Use of diaries?

Participant observation with their knowledge?

Participant observation without their knowledge?

Use of video or audio recording?

Access to personal or confidential information without the participants’ specific
consent?

Administration of any questions, test stimuli, presentation that may be
experienced as physically, mentally or emotionally harmful / offensive?

Performance of any acts which may cause embarrassment or affect self-esteem?

Investigation of participants involved in illegal activities?

Use of procedures that involve deception?

Administration of any substance, agent or placebo?

Working with live vertebrate animals?

Other primary data collection methods, please explain in this box

Ooojogo|o|jojo|jojo|jg | =
H ¥EEE NN KRR KR X O

O

If NO to every question, then the research activity is (ethically) low risk and may be exempt from
some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval
has been obtained.
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SECTION G: Intended Participants

PG2/E1FORM

Who are the intended participants:

-
m
w

=
o

Students or staff at the University?

Adults (over the age of 18 and competent to give consent)?

Vulnerable adults?

Children under 18?

Prisoners?

Young offenders?

Those who could be considered to have a particularly dependent relationship
with the investigator or a gatekeeper?

People engaged in illegal activities?

I I I <

Others (please identify):

O

H KX KR XK X OR

Participant numbers and source

Provide an estimate of the expected number of participants. How will you identify participants and

how will they be recruited?

Approximate 1000 workers form Manufacturing factory in South China.

this box should expand as you type)

Information for participants:

N/A

Will you describe the main research procedures to participants in
advance, so that they are informed about what to expect?

Will you tell participants that their participation is voluntary?

Will you obtain written consent for participation?

Will you explain to participants that refusal to participate in the
research will not affect their treatment or education (if relevant)?

If the research is observational, will you ask participants for their
consent to being observed?

Will you tell participants that they may withdraw from the research
at any time and for any reason?

H X O K OK X

With questionnaires, will you give participants the option of
omitting questions they do not want to answer?

O O|o0o|0®E|0)d

O/ o|x®|o|Oojo)|o

Will you tell participants that their data will be treated with full
confidentiality and that, if published, it will not be identifiable as
theirs?

O

O

Will you debrief participanis at the end of their participation, in a O
way appropriate to the type of research undertaken?

If NO to any of above questions, please give an explanation

| am going to have a cover letter to explain to all the intended participants.

(this box should expand as you type)
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Information for participants:

YES NO N/A
Will participants be paid? a & O
Is specialist electrical or other equipment to be used with
participants?
Are there any financial or other interests to the investigator or 0O 0O

University arising from this study?

Will the research activity involve deliberately misleading
participants in any way, or the partial or full concealment of the O X O
specific study aims?

If YES to any question, please provide full details

\this DOX shou d expand as you t'\.'|3>E=Z
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SECTION H: Anticipated Risks

Outline any anticipated risks that may adversely affect any of the participants, the
researchers and/or the University, and the steps that will be taken to address them.

If you have completed a full risk assessment (for example as required by a laboratory, or external
research collaborator) you may append that to this form.

Full risk assessment completed and appended?

Yes O
No |

Risks to participants
For example: emotional distress, financial disclosure, physical harm, transfer of personal data,
sensitive organisational information

Anonymous — so no risk

(this box should expand as you type)

If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity,
drug use) or issues likely to disclose information requiring further action (e g. criminal activity), give
details of the procedures to deal with these issues, including any support/advice (e.g. helpline
numbers) to be offered to participants. Note that where applicable, consent procedures should
make it clear that if something potentially or actually illegal is discovered in the course of a project,
it may need to be disclosed to the proper authorities

No

(this box should expand as you type)

Risks to investigator
For example: personal safety, physical harm, emotional distress, risk of accusation of
harm/impropriety, conflict of interest

NA

(this box should expand as you type)

University/institutional risks
For example: adverse publicity, financial loss, data protection

NA

(this box should expand as you type)

Adverse outcomes
List measures put in place fo limit any adverse effects or outcomes of research activity where
appropnate. Include any emergency protocols.

NA

(this box should expand as you type)

Disclosure and Barring Service

If the research activity involves children or vulnerable adults, a
Disclosure and Barring Service (DBS) certificate must be obtained
before any contact with such participants.

YES NO N/A
Has a DBS certificate been obtained? O O =
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SECTION I: Feedback, Consent and Confidentiality

Feedback
What feedback will be provided to participants, how will this be done and when?

Anonymous — so no need

(this box should expand as you type)

Informed consent

Describe the arrangements to inform potential participants, before providing consent, of what is
involved in participating. Describe the arrangements for participants to provide full consent before
data collection begins. If gaining consent in this way is inappropriate, explain how consent will be
obtained and recorded.

| am going to have a cover letter to explain to all the intended participants.

(this box should expand as you type)

Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If
anonymity is not being offered, explain why this is the case.

It is important. Need ensure that it is no one knows.
Onginal questionnaires will not share to supervisor and only the consolidated data from the
questionnaires.

(this box should expand as you type)
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SECTION J: Data Protection and Storage

In completing this section refer to the University's Research Data Management Policy and the
extensive resources on the University's Research Data Management web pages
(hitp-//uwtsd ac uk/library/research-data-management/).

YES NO
Does the research activity involve personal data (as defined by the Data
Protection Act)?
“personal data” means data which relate to a living individual who can be
identified—
(a) from those data, or a &

(b) from those data and other information which is in the possession of, or is likely to
come into the possession of, the data controller, and includes any expression of
opinion about the individual and any indication of the intentions of the data controller
or any other person in respect of the individual.

If YES, provide a description of the data and explain why this data needs to be collected:

(this box should expand as you type)

Does it involve sensitive personal data (as defined by the Data Protection
Act)?

“Sensitive personal data” means personal data consisting of information as to —
(a) the racial or ethnic origin of the data subject,

(b) his political opinions,

(c ) his religious beliefs or other beliefs of a similar nature,

(d) whether he is a member of a frade union (within the meaning of the Trade Union 0 =
and Labour Relations (Consolidation) Act 1992),

(e) his physical or mental health or condition,

(f) his sexual life,

(g) the commission or alleged commission by him of any offence, or

(h) any proceedings for any offence committed or alleged to have been committed by
him, the disposal of such proceedings or the sentence of any court in such
proceedings.

If YES, provide a description of the data and explain why this data needs to be collected:

(this box should expand as you type)

Will the research activity involve storing personal data on one of the YES NO
following:

Manual files (i.e. in paper form)?

University computers?

Private company computers?

Home or other personal computers?

Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

O HE E O 0 =
M OO ® ® O

“Cloud” storage or websites?

Other — specify: | [

For all stored data, explain the measures in place to ensure data confidentiality, including details of
password protection, encryption and anonymisation:

- Collected paper questionnaires will be keep in my office and locked in the file cabinet.

- Only myself can access the file cabinet.

- Anonymous information from the questionnaires will be convert into useful electronic data and
stored in my USB (with encryption) and my laptops (with password protection) for data analysis
by myself.

July 2017 9 Ethical Approval Form v6

109



% Prifysgol Cymru

» ¥ Drindod Dewi Sant

" University of Wales PG2/E1 FORM
Trinity Saint David

- All those paper questionnaires to be kept for 6 months (latest at end of year 2020) after
complete this research.

- Then all the paper questionnaires will be shredded by the shredder and burned into ash by
myself.

(this box should expand as you type)

=
o

Will the research activity involve any of the following activities: YES

Electronic transfer of data in any form?

Sharing of data with others at the University?

Sharing of data with other organisations?

Export of data outside the European Union or importing of data from outside
the UK?

Use of personal addresses, postcodes, faxes, emails or telephone numbers?

Publication of data that might allow identification of individuals?

Ooo0o|o(oo|o

Use of data management system?

Data archiving? O

If YES to any question, please provide full details, explaining how this will be conducted in
accordance with the Data Protection Act (and/or any international equivalent):

Lthis DOX snou d expand as you t'v'|3'E=Z

List all who will have access to the data generated by the research activity:

Myself - Kwok Man Kam Ken

(this box should expand as you type)

List who will have control of, and act as custodian(s) for, data generated by the research activity:

Myself — Kwok Man Kam Ken

(this box should expand as you type)

Give details of data storage arrangements, including where data will be stored, how long for, and in
what form. Will data be archived — if so how and if not why not.

- Collected paper questionnaires will be keep in my office and locked in the file cabinet.

- Only myself can access the file cabinet.

- Anonymous information from the questionnaires will be convert into useful electronic data and
stored in my USB (with encryption) and my laptops (with password protection) for data analysis
by myself.

- All those paper questionnaires to be kept for 6 months (latest at end of year 2020) after
complete this research.

- Then all the paper questionnaires will be shredded by the shredder and burned into ash by
myself.

[this DOX shou d expand as you t'u'l:'ff:
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SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | have
attempted to identify any risks and issues related to the research activity and acknowledge my
obligations and the rights of the participants.

In submitting this application | hereby confirm that | undertake to ensure that the above named
research activity will meet the University’s Research Ethics and Integrity Code of Practice

Signature of applicant: ;_;—r/_/:?-;z—-:_p Date: 10th Nov. 2019

For students:

Director of Studies/Supervisor:

Signature: Q‘f%y-

Date:

For staff:

Head of School/Assistant
Dean:

Signature:

Date:

Checklist: Please complete the checklist below to ensure that you have completed the form
according to the guidelines and attached any required documentation:

B | | have read the guidance notes supplied before completing the form.

& | | have completed ALL RELEVANT sections of the form in full.

O | I confirm that the research activity has received approval in principle

O | | have attached a copy of final/interim approval from external organisation (where appropriate)

o | have attached a full risk assessment (and have NOT completed Section H of this form)
(where appropriate)

= | understand that it is my responsibility to ensure that the above named research activity will
meet the University’s Research Ethics and Integrnity Code of Practice.
| understand that before commencing data collection all documents aimed at respondents

E | (including information sheets, consent forms, questionnaires, interview schedules etc.) must

be confirmed by the DoS/Supervisor, module tutor or Head of School.

RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to
pgresearchi@uwtsd ac uk , with the title ‘Ethical Approval’ followed by your name.

You will be informed of the outcome of your claim by email; therefore it is important that you check
your University and personal email accounts regularly.

STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit
this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
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This form is available electronically from the Academic Office web pages:
http://www_uwtsd.ac.uk/academic-office/

Application Process

All staff research projects and all research students must submit the Ethical Approval Form to the
University Ethics Committee via the Academic Office (pgresearch@uwisd.ac.uk). Staff research directly
in relation to personal study for taught undergraduate or Masters programmes should be submitted via the
Faculty procedures explained below.

Taught masters and taught undergraduate research Ethical Approval Forms are considered within
Faculties. Faculties will provide details of the specific processes for this. Where the Ethical issues within any
single ethical application are of particular concem the Faculty will refer these to the University Ethics
Committee. Any student activity that involves the collection of primary data needs to undergo Ethical approval,
this includes assignment work as well as dissertations.

Notes for guidance in completion of this form

Section A: About You
Please complete all relevant sections

Section B: Approval for research activity
Research proposals must be approved in principle before applying for Ethical Approval. The proposal approval
only becomes final when the ethical approval is received.

The process for proposal approval varies according the individual and programme of study:
« Research students, by application on form PG1 to the Research Degrees Committee
+ Taught students by review of research proposal within Faculties (Faculties provide specific details of
these processes)
« Staff, by agreement by the Head of School/Assistant Dean

Section C: External Ethical Guidance materials

Many discipline areas are required to operate with the discipline specific codes of research ethics (for example
health, psychology, education etc.), any such codes must be listed and you must tick to confirm that you have
consulted with these.

Section D: External Collaborative Research Activity

Provide details of the external collaborative partners, where appropriate you might want to submit a copy of
the external collaboration agreement with the Ethical Approval Form. [f the partner requires the research to
be subject to its own internal Ethical approval process then please provide details of that process and a copy
of any final (or interim) approvals received from the organisation.

Section E: Details of Research Activity

Remember that the individuals reviewing this Ethical Approval Form may not have seen your research proposal,
and also may not be experts in the specific area of your research. The information provided should therefore
be jargon free and clearly stated.

Indicative Title: please use the same title as used on the research proposal.

Purpose: the Ethical approval process will want to ensure that the methods you propose are adequate and
appropnate to address the research aims and objectives. Excessive additional data collection can be seen as
unethical.

Proposed Methods: the Ethical approval process seeks to ensure that you understand the methods that are
intended, and that the implementation of those methods will be appropriate and without unnecessary impact
on respondents. Please be specific.

Location: this needs to mention geographical location and also local situation (for example, within Local
Authorty Offices in Cardiff, using a private room but close to other individuals). If you are collecting data within
an organisational setting then you need to explain the permissions that you have obtained to do this.
Research Activity outside of the UK: please complete this section in detail, and note any guidance you
have received. Also describe your own familiarity (or not) with the location that you will be utilising.

Section F: Scope of Research Activity
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Please tick ALL of the research activities that might be undertaken. If any additional types of activity are
intended then please add an extra box and describe these.

If you have answered no to all questions in F then sections G and J do not need to be completed. Section H
should be considered, and may be completed. Signatures are still required in section K.

Section G: Intended Participants

Please tick all categories that might apply.

Numbers & Source: if you are using a series of different methods or research activities please list numbers
for each stage/phase. Be clear about how you will find respondents.  Will you use intermediaries, and if so
how? How will you ensure compliance with your sampling strategy?

Information for participants: all participants should be appropriately informed about the research, what is
expected of them and what will happen to the information that they provide. The Ethical review process does
not ask to see this documentation, but requires this to be reviewed and approved by the Director of Studies in
the case of research students, the supervisor/module tutor in relation to students on taught programmes and
the Head of School/Assistant Dean in relation to staff research.

Section H: Anticipate Risks
All research carries some level of risk. The answers you provide to questions in this section will be reviewed
to ensure that you have an appropnate understanding of the type of nsks involved and how you can mitigate
against these risks. If you have completed a full risk assessment, as required for example for laboratory work,
field work, clinical tests, diving operations, or by a collaborative partner, you may append that to this form. In
that case, please tick the box indicating this has been provided. You will not then be required fo complete
Section H.
Risk to participants Think very carefully about how your actions/questions/discussions might affect the
people you are involving as participants. You might identify the risk as small but it would still be a risk. Many
types of question have the potential to make respondents less content with their life / job; you need to recognise
and try to ameliorate any such effects
If these are business owners, time with you may reduce profit.
In some locations physical risk is very real to bath participants and yourself, please consider this.
Risk to you, the researcher Think about where you will meet people, if there are any dangers involved in
the location. If you are meeting people as individuals think about using a public place. In general do not visit
people in their own homes or remote locations. If you are talking to individuals about certain issues think about
how their responses might affect you emotionally. What about the risk of collecting insufficient data?
Risk to the University When undertaking your research, you are acting as a member of the University
(student or staff). Professionalism is important, so it is important to be well organised and well prepared.
Punctuality, clarity etc. are all part of this. What will you do to ensure this? You must ensure you do not harm
the good name of the University in any way and do nothing to undermine the reputation of the research it
conducts and sponsors. Upholding high standards of conduct and integrity are vital in this regard. You must
also conduct the research in such a way to minimise the potential for claims of negligence made against the
University, its researchers and any collaborating individual or organisation. In this respect you should always
comply with ethical, legal and professional frameworks, obligations and standards as required by statutary and
regulatory authonties, as well as the university's Research Integrity and Ethics Code of Practice. Research
misconduct in this respect can take many forms, including:
+ fabrcation: making up results or other outputs (eg, artefacts) and presenting them as if they were real
+ falsification: manipulating research processes or changing or omitting data without good cause
+ plagiarism: using other people’s material without giving proper credit
+ failure to meet ethical, legal and professional obligations: for example failure to declare competing
interests; misrepresentation of involvement or authorship; misrepresentation of interests; breach of
confidentiality; lack of informed consent; misuse of personal data; and abuse of research subjects or
material
+ improper dealing with allegations of misconduct: failing to address possible infringements such as
aftempts to cover up misconduct and reprisals against whistle-blowers

Adverse Outcomes. Think carefully about the possibilities, and cover here

Section |: Feedback, Consent and Confidentiality

Feedback to participants: outline your approach. Will interview transcripts be shared with respondents to
check accuracy? Will summaries of questionnaire analysis be made available to respondents in some way?
Will an overview report be provided? How and when?

Informed consent: Draft letter / e-mail / or heading (or footer) section of questionnaire must be approved by
DoS/supervisar (if research student), supervisor/module tutor if taught student, or Head of School / Assistant
Dean if a member of staff.

Confidentiality/Anonymity. Explain clearly how you will ensure confidentiality and anonymity.
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Section J: Data Protection and Storage

Befare completing this section it is necessary to read the University’s Research Data Management information.
The questions that follow are designed to ensure compliance with the Data Protection Act as well as
established research protocols.

Many research activities will involve electronic transfer of data and use of data management systems in the
summarisation and analysis of data. You will need to explain these in relation to compliance with the Data
Protection Act.

Think carefully about who will have access to your data, this will include supervisors and examiners. Also that
a thesis will be made available via the University library and the British Library system. [If you are seeking an
access bar for a period of ime after completion then mention it here. If you will provide a copy of your findings,
or intend to give a presentation, to a facilitating/ supporting/accessing organisation then explain that in this
section. But also think about the general principle of data sharing, as explained in the Research Data
Management information.

In terms of storage of data please ensure secunty, and also mitigate against loss of data.

Section K: Declaration

Ensure the appropriate countersignatures have been provided
Look carefully at the checklist and ensure that you comply with and tick all that are relevant to your research.
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